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EQUAL EMPLOYMENT OPPORTUNITIES IN CURRENT
DRUG ENFORCEMENT AGENCIES

WEDNESDAY, MAY 2, 1973

HouseE oF REPRESENTATIVES,
SuBcomMmITTEE No. 4 OF THE
COMMITTEE ON THE JUDICIARY,
Washington, D.C.

The subcommittee met at 10:05 a.m., pursuant to call, in room
2226, Rayburn House Office Building, Hon. Don Edwards [chairman
of the subcommittee] presiding.

Present: Representatives Edwards, Drinan, Rangel, McClory, and
Butler.

Also present: Alan Parker, counsel; Ruth O. Robinson, assistant
counsel; and Michael W. Blommer, associate counsel.

Mr. Epwarps. Good morning. The subcommittee will now come to
order.

We are pleased to have with us this morning Mr. John E. Ingersoll,
Director of the Bureau of Narcotics and Dangerous Drugs (BNDD)
of the U.S. Department of Justice, and Mr. Kenneth J. Stallo, Direc-
tor of Personnel and Training of the U.S. Department of Justice.
Mr. Ingersoll, who will read the prepared statement, is a former chief
of police in Charlotte, N.C., and also a former resident of California.

He has served as BNDD Director since 1968. At the time of his
appointment he was hailed by Attorney General Ramsey Clark as a
man_who would bring youth, vision, experience, leadership, and
toughness to the task. Mr. Ingersoll’s educational background is in
the field of eriminology where he has pursued advanced study and he
is a former executive of the International Association of Chiefs of
Police.

Accompanying Mr. Ingersoll is Mr. Kenneth J. Stallo who has
served in his present position since 1967. Mr. Stallo, who is a past
president of the Society of Personnel Administration, has worked in
the field of personnel and training since 1949. He has been employed
by several Federal Government agencies including the Veterans’
Administration, the Department of the Army, the Federal Aviation
Agency, and the Department of Health, Education, and Welfare.

The subject of the hearing this morning in accordance with the
jurisdiction of the subcommittee will be current employment oppor-
tunities available to minorities in BNDD. The subcommittee is also
equally anxious to hear testimony on affirmative action plans for the
proposed Drug Enforcement Administration (DEA) which if approved
by Congress will be comprised of BNDD, the Office of Drug Abuse
Law Enforcement, the Office of National Narcotics Intelligence
and transferred special agents from the Bureau of Customs, according to

(1)




Reorganization Plan No. 2. Since approximately 500 Customs special
agents will be transferred to DEA under the proposed Reorganization
Plan No. 2, I have requested of them the following: A copy of all
affirmative action programs of the Bureau of Customs; a statistical
breakdown by race, sex, national origin, and age of the presently
employed Customs special agents; a statistical breakdown by race,
sex, national origin, and age of the approximately 500 Customs
special agents to be transferred to the Department of Justice under
the proposed reorganization; and biographical information on Mr.
Vernon D. Acree, Commissioner of the Bureau of Customs, and Mr.
Rector L. Smith, Director, Office of Equal Opportunity program.
This requested information has not been received presently, but if
there are no objections, it will be entered into the record upon receipt.

We welcome both of you to this hearing and are anxious to hear
your testimony.

I would like to yield at this moment to Mr. McClory from Illinois.

Mr. McCrory. I have no statement at this time. I am looking for-
ward to the testimony this morning.

Thank you.

Mr. Epwarps. Mr. Rangel.

Mr. Raxger. Thank you. I would like to say that Mr. Ingersoll
and Mr. Stallo of the Bureau of Narcotics and Dangerous Drugs have
been very cooperative over the years, long before I came into the
Congress. 1 went to thank them for taking time out to share their
problems with us.

Mr. Epwagrps. Mr. Ingersoll, you may proceed with your statement.

TESTIMONY OF JOHN E. INGERSOLL, DIRECTOR, BUREAU OF
NARCOTICS AND DANGEROUS DRUGS, DEPARTMENT OF JUSTICE:
ACCOMPANIED BY KENNETH J. STALLO, DIRECTOR, PERSON-
NEL AND TRAINING, DEPARTMENT OF JUSTICE, AND JESSE
GALLEGOS, ACTING EE0 OFFICER

Mr. IngersorL. Mr. Chairman and distinguished members of the
subcommittee, I am appearing before you today in response to your
wish to learn of employment opportunities currently available to
minorities in the Bureau of Narcotics and Dangerous Drugs and within
the Department’s drug enforcement effort generally. I can articulate
the issues in a broad sense based on the efforts of BNDD. In doing
s0, I will be drawing, for the most part, on my own experiences of
almost 5 years in my present position.

With me this morning is Mr. Kenneth J. Stallo, the Justice Depart-
ment’s Director of Personnel and Training, who will respond to ques-
tions concerning departmental policy. Only the proposed new Admin-
istrator will be in a position to develop the specific action programs of
the new Drug Enforcement Administration.

Drug enforcement activities on the Federal level offer unique oppor-
tunities for public service to a broad range of vocations and back-
grounds. The most important working force from the standpoint of
numbers of personnel and activity are the special agents who actually
investigate crimes involving the illicit traffic in narcotic and dangerous
drugs. We have in the BNDD at present, approximately 1,450 agents
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in the 1811 eriminal investigator series. Their backgrounds are varied,
as are their educational qualifications.

There are a number of standards required of persons seeking employ-
ment in this area, and these are set forth in the recruiting brochures
with which you have been provided. Our special agents are, as a gen-
eral rule, selected from applicants having a college degree; but of equal
importance, they are required to complete a rigorous course of training
at our National Training Institute in Washington designed to chal-
lenge their mental and physical capabilities and test their suitability
for service in terms of courage, dedication, mental capacity, and dex-
terity. A copy of this 10-week curriculum has also been provided to
ach of you.

The emphasis of the ¢riminal investigation phase of activity often
overshadows the fact that a great variety of other tasks are equally
necessary in attacking the supply side of the drug abuse problem. For
example, we employ 120 chemists in six regional laboratories across
the Nation who receive and analyze evidence obtained by our agents
and State and local police officers. Their duties may also include very
sophisticated research and analytical problems.

Regulation of the legitimate drug industry to safeguard against
diversion has been one of the most important activities to develop
within the last 3 years. We have approximately 200 industrial compli-
ance investigators who are employed in this area at present, and it may
be expected that their numbers will increase in the foreseeable future.
In addition to these categories, we employ a number of scientists,
lawyers, educators, professional managers, stenographers, and clerks.

All of these positions offer opportunities to minority applicants
and, as a participant in the Department’s EEO program, it has always
been the policy of the Bureau of Narcotics and Dangerous Drugs to
provide and insure equal employment opportunities for all persons and
to stringently prohibit discrimination because of race, color, religion,
sex, or national origin. This policy expresses ideals of human conduct to
which I have long been personally dedicated in every management
position I have held, whether in Federal or local government. More-
over, because I attach such importance to them, I have gone to great
length to make my views on this policy firmly and widely known
throughout the Bureau which 1 direct. Management at all levels in
BNDD is responsible for positive action to recruit and upgrade all
who demonstrate a capacity and desire to serve, to eliminate any in-
ternal policy, practice, or procedure which denies equality of oppor-
tunity to any group or individual on the basis of race, color, religion,
sex, or national origin. I have also sought to assure that questions and
complaints of discrimination are promptly and thoroughly investigated
and resolved without reprisal to the complainant.

There is another and more practical reason for which BNDD has
needed to give special attention to minority employment and elimina-
tion of any discrimination. The traffic in narcotics and dangerous
drugs in the United States is often concealed within the backdrop of
the urban ghettos of our major cities, and these ghettos more often
than not are peopled by minorities. We, therefore, have a need in drug
law enforcement for mmority employees which goes beyond extending
equal opportunity and requires that we make a special recruiting effort
to find and hire suitable minority eandidates.
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We have not been pleased with results of our recruitment efforts,
But we have some limited success with special recruitment drives
directed at black and Spanish-speaking minorities. For example, in
June 1969, a special recruitment team made up of black special agents
visited eight cities in an effort to recruit blacks; and in May 1971,
another trip was made to five predominantly black colleges. In April
1970, a team of Spanish-speaking agents visited nine colleges in the
Southwest for the same purpose. These expensive efforts did result in
recruiting more than 20 minority agents. Other special efforts have in-
cluded sending exhibits staffed with black BNDD agents to black
expositions in Chicago, San Francisco, and Philadelphia during 1972.
Photographs illustrating the nature of this effort have been supplied to
the committee.

Our last two special agent basic training classes begun in September
1972 had 75 tramees; out of this number, 27 were minorities. These
classes also included five women trainees, two of whom were minorities.
Because of manpower ceilings, we have not hired any agent personnel
sinee June 1972, Our eurrent applicant supply file reflects that out of a
total of 175 applications in the pipeline, 20 are minorities.

In another area of EEO concern, ours was the first Federal law
enforcement agency to hire women as full-fledged special agents follow-
ing the removal of restraints by the Civil Service Commission. We now
have nine female special agents who are performing the total range of
agent functions in our field offices.

Statistics indicating our present employment patterns relating to
minority personnel are provided in the attachment to my statement.
The present situation as illustrated by these statisties is still far less
than satisfactory, but it is not because of lack of effort or dedication.
We have been hampered by a number of problems which are common
to all law enforcement agencies. Many upwardly mobile minority
persons are seeking employment which will take them permanently
away from the ghettos and will not readily accept agent positions,
such as those we have to offer. Moreover, bare percentage comparisons
do not necessarily reflect the quality of our own hiring effort. In our
agency, more than half of the positions are in the professional category
and a substantial number of the remainder are in the skilled steno-
graphic category.

I have also tried to insure the fullest development of the minority
employees which we have.

In the spring of 1969, I began to learn that some of our minority
special agents felt that they were being overutilized in undercover
activities. I met with several black special agents to hear their com-
plaints; and as a result of my meeting, I issued a policy memorandum
to our regional Directors on this particular issue. A copy of this state-
ment has been made available for the subcommittee. More recently, 1
installed a performance rating system for our special agents which re-
quires supervisors to expose all agents to the full range of special
agent activities,

In addition, there were few minority agent supervisors when I as-
sumed the directorship. At present we have a black Regional Director,
and 7.2 percent of our special agents in charge of district offices are
minority personnel as are 5.2 percent of our group supervisors. We
have identified and moved minorities into assignments designed to de-
velop them for managerial positions. However, our upward mobility
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program has been handicapped by imposition of manpower ceilings,
and promotion freezes.

In connection with our 1973 action plan, I have established a fuil-
time EEO Officer position which will report directly to me. Addi-
tionally, I have nn({mrizvd our personnel office to hire an expreienced
personnel specialist to work exclusively on implementation of EEO
action items such as the upward mobility program. The current acting
EEO officer, Mr. Jesse Gallegos, reports directly to me and has
drafted a revised EEO program manual issuance and a national EEQ
affirmative action plan. These documents have been presented in
advance to the subcommittee.

I believe that our first line supervisors are critical to the success of
the EEO program; and in the spring and summer of 1972, I had a
minority consultant firm provide training seminars in each of our
domestic regions and selected district offices. The purpose was to
raise the level of awareness of supervisors and employees in human
relations with particular emphasis on treatment of minorities. The
consultants made recommendations which are in various stages of
implementation.

I will be happy to provide a copy of that report for the record in
the committee, if the committee so desires.

Mr. Epwarps. Without objection, it will be received. [See p. 91.]

Mr. IngersoLL. The Department of Justice recently completed
joint inspection with the Civil Service Commission of 14 of our field
offices. Their reports on EEO deficiencies centered on lack of program
materials such as EEO complaint procedures and lack of counselors.
Both of these areas are being corrected. Recently, we appointed two
counselors in each regional office and one in each district office with
10 or more employees. A counselor has also been provided for each of
our regional laboratories. The majority of counselors are members
of minority groups. We also have Federal women’s coordinators and
16-point program for the Spanish-speaking coordinators in each of
our regional offices.

[ have attempted to give you an insight into our EEO posture in
BNDD and in Federal drug law as represented by the ﬁureau of
Narcotics.

That concludes my statement, and I shall be pleased to respond
to any questions you may have.

Mr. ]!wa.ums. Thank you very much, Mr. Ingersoll.

Mr. Stallo, do you have anything to add?

Mr. Stanro. Not at this time, sir.

Mr. Epwarps. Although it doesn’t have very much to do with the
subject of this hearing, Mr. Ingersoll, you mentioned several times
that the manpower ceiling in promotion and promotional freezes.
Have they been in existence in your bureau for more than a year?

Mr. INgERsoLL. Mr. Chairman, we have received no increased
manpower ir the current fiscal year budget in agency positions.

Sometime during the fall of last year, as I recall it, the economic
moves on the part of the President forced us into a position of freezing
or extending the length of time between promotions for a period of
time, in addition to reducing our intake of other categories, or to
replace attrition.

In the early part of this year, planning for the reorganization of
the Federal drug control effort began, and a reorganization plan has
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been submitted to the Congress for approval, as you have mentioned.
This, as well, has slowed down, if not halted, the movement of people,
and the promotion of people, because now, in addition to the person-
nel, other people from other organizations have to be considered for
promotional opportunity.

Mr. Epwarps. Were you cut down by the Office of Management
and Budget?

Mr. INgErsoLL. I presented a request to the Congress, which, of
course, was approved by the Department of Justice and the admin-
1stration.

Mr. Epwarps. Well, as I say, this is not a subject that we are dis-
cussing today, but I am personally surprised that with all the pub-
licity that we have had with regard to new efforts and the very
effective efforts that we have made for the control of narcotics and
dangerous drugs in this country that your Bureau would have not
been allowed to expand at all in the last vear.

It is really new to me, and I do not think there was any public
announcement made of that.

Mr. IngersoLL. I have restricted my comments to the agency’s
position.

We did employ such additional compliance and paraprofessionals
that were authorized to increase by—1I believe I will have to verify
this for the record—by some 60 compliance positions and a similar
number of paraprofessionals. These, of course, were employed to
replace agency personnel, criminal investigators who had been per-
forming the functions——

Mr. Epwarps. Are you allowed to replace agents who are lost?

Mr. IngERsoLL. Yes, sir.

Mr. Epwarps. Of the nine female agents, are any minority?

Mr. InaersoLL. Yes, sir.

Mr. Epwarps. Are they black women?

Mr. IngeErsoLL. As I recall, three are black, Mr. Chairman.

Mr. Epwarps. Mr. Ingersoll, you mentioned in your testimony that
in 1972 you conducted two special agent basic training classes with
74 prospective agents,

Now, what about in 19737

Mr. IngersoLL. We have conducted no special agent classes in 1973,
Mr. Chairman.

Mr. Epwarps. Do you plan to have a special agent basic training
class in 19737

Mr. IncErsoLL. Probably, sometime in the fall, and this would be
a class to replace people who have left the service for one reason or
another.

However, I have to indicate also that this is not a matter for my
decision. This is a matter for the decision of the new Administrator.

Mr. Epwarps. How are you recruiting the replacements, that is,
employees that you are hiring on a monthly or weekly basis to replace
the people who are lost?

Mr. INGERsoLL. Are you asking about the agency or occupations
generally?

Mr. Epwarps. Agency?

Mr. InGgersoLL. We are not recruiting at this time, sir. We will
begin recruiting, assuming that our plans for the fall are approved or
come into effect, we will begin recruiting probably during the summer.
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Mr. Epwarps. And where will you recruit?

Mr. IngersorL. The recruiting will be done through open and
Federal-wide announcements,

Our most successful recruiting effort has been person-to-person
contact or recruiting on the part of the Bureau personnel, and we will
continue that kind of program of advertising our presence and need
for employees. I have described some of these techniques in the state-
ment, and in addition, we shall probably also fill some special recruiting
task forces to move into or to recruit from those population groups in
areas which we are most interested.

[ might say that this last technique is a very expensive technique.,
[t is approximately twice as expensive as regular recruiting efforts,
but it is also necessary in order to reach particularly the minority
candidates.

Mr. Epwarps. Now, 11 months ago, June 30, 1972, you had 110
minority special agents representing 7.6 percent of the fotal number
of special agents which was around 1,400.

Now, I understand that your target for the end of this year is to
increase that to 12 percent, or around 213 special agents.

How are you coming along with that program, Mr. Ingersoll?

Mr. IncersorLn. Well, Mr. Chairman, because of the peculiar situa-
tion that we find ourselves in as far as a lack of ability to expand, we
reorganize—although those figures are not valid, that figure, I under-
stand, was prepared in October of last year. So, it will have to be
revised. We will not make that goal.

Mr. Epwarps. For the fiscal year 1973, you expect to fill 36 para-
professional positions?

What do the paraprofessionals do?

Mr. INGErsoLL. They are trained to perform a variety of duties,
one of which is radio watch, another is file searches and examination
of documents and preparation of summaries for agents to assist them.
Another duty is dealing with a variety of problems that are associated
with our authority to seize and forfeit property in connection with
arrests and seizures of drugs.

They are generally in a position to perform functions that would
otherwise require the time of the agents, but which do not require
the enforcement authority of the agents, enforcement powers of the
agents.

Mr. Epwarps. Are they civil service employees?

Mr. INGERSOLL. Yes, sir.

Mr. Epwarps. What is their rating?

Mr. InGersoLL. They start as grade 5 and go up to GS 9.

Mr. Epwarps. How many of these people have you hired?

Mr. IngersorLL. We have about a half dozen at this time, sir.

Mr. Epwarps. Are any of them minority women?

Mr. INngERsoLL. Minority women?

Mr. Epwarps. Minority or women?

Mr. IngersorL. Minority or women—I will have to supply that
information for the record, Mr. Chairman. I do not have it with me.

Mr. Epwarps. Mr. McClory.

Mr. McCrory. Thank you, Mr. Chairman.

I certainly want to commend you, Mr. Ingersoll, on an apparently
determined effort which is being made to establish equal opportunity
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standards and principles in the Bureau of Narcotics and Dangerous
Drugs. I can certainly see the advantage of having increased numbers
of minority agents in carrying out your work.

I have noticed in the material that you furnished, there is an
analysis which purports to provide comparisons between majority
and minority group agents.

I wonder, could you give me some explanation of this? What this
study indicates? What does it establish?

Mr. Ingersonn. This is a study that I asked to be performed in
November 1971 because of statements that I was receiving to the
effect that minority agents thought they were not advancing or
progressing in promotions in the Bureau as quickly as the majority
personnel. The conclusion is set forth on page 9 of the study after
several pages.

Mr. McCrory. Pages 8 and 9? [See p. 10 of hearings.]

Mr. INGeERsoLL. Yes, sir. Several pages have detailed statistical
analyses which was performed by our senior Bureau statistician and
one of the staff psychologists. The conclusion was that no consistent
pattern of diserimination can be inferred from the resulis of the
information from the analyses.

This study revealed that minority agents advanced, were advancing
more quickly during the time period than others.

[The study referred to follows:]

Comrarisons BerweeNn Masority axp MiNority Grours oF AGENTS ON
Time Requirep To Reacn A Given Gurape FroMm THE NEXT LowER GRADE

INTRODUCTION

The question of whether an ethnic minority within an organization is diserim-
inated against is of considerable current interest. All too often answers to such a
question are based upon subjective interpretations of motives related to the oe-
currence of individual incidents and to the perceived frequeney of such incidents.
There is, however, a relatively simple, yet objective, means for determining
whether there has been any systematic bias in promotion policies. By an examina-
tion of personnel records, we can determine whether there has been in fact any
significant difference between the time it has taken two groups to attain pro-
motion from each grade to the next. This is the approach taken in this paper,
which analyzes differences between the majority and all minority groups, between
majority and Blacks only, between majority and the minority group omitting
Blacks (the minority group less Blacks will be called “Others” herein), and be-
tween Blacks and Others.

APPROACH TO SOLUTION

Because they represent a uniform set of skills and job experiences, this study has
been limited to BNDD Special Agents (GS-1811 series). These comprised:
49 Blacks
39 agents with Spanish surnames
4 Orientals
2 American Indians
119 so-called majority group.

The small number of Orientals and American Indians made it infeasible to
select them for special comparisons. They were accordingly retained with the 39
agents with Spanish surnames to form the minority subgroup labeled “‘Others.”
The minority group thus contains Blacks and Others.

The technique used for detecting statistically significant differences between the
times for two groups to go from a started grade to the next higher grade is
called a median test. The median of a set of numbers is the point above which
50% of the numbers lie. A significantly small probability on this test would in-
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dicate a difference between medians, i.c., one group took a basically longer time
than the other group to achieve the next grade.
There is considerable correlation among the results, since the groups were used in
more than one comparison.
REBULTS OF ANALYSIS
Table 1 displays average time in months to reach the indicated grade from the
next lower grade, for various present grades, and for all agents.

TABLE 1.—AVERAGE TIME (MONTHS) FOR ALL AGENTS TO REACH INDICATED GRADE FROM NEXT LOWER
GRADE

Presenl grade

Indicated grade ; TZ"

o 1 BESIE
12.9

Note: The numbers in each row diminish steadily to the right, showing that the further back one goes in time, the longer
it took to make the next grade.

In Table 2 are shown differences of the average times between majority and
minority groups for the corresponding grade situations depicted in Table 1.

TABLE 2. —AVERAGE TIME (MONTHS) DIFFERENCES BETWEEN MAJORITY AND MINORITY TO REACH INDICATED
GRADE FROM NEXT LOWER GRADE

Present grade
13

L)
+4,
-4 ]_
+2

1 Denotes a significant difference of mednans,[rrobahllily p<0.05. Le., if the hypothetical populations from which the 2
samples arose had equal medians, the observed separation of sample medians would occur no more frequently than the
fraction p of such repeated samplings,
Note: A “+'* value means that minority personnel required less time than majority personnel to reach the indicated
grade: a **—"" value means that minority personnel took longer to reach the grade than did the majority personnel.

Note that in table 2 the minority group required less time than the majority group to achieve the next grade, in all but 1
case,

Table 3 displays the same com yarisons as Table 2, for majority Zroup versus
2 ' v B I
Bl:ll'kﬁl lrl]l_\'.

TABLE3.—AVERAGE TIME (MONTHS) DIFFERENCES BETWEEN MAJORITY AND BLACKS TO REACH INDICATED GRADE
FROM NEXT LOWER GRADE

Present grade

13

ke w4

1 p=0.05,

Note: A 4" value means that blacks required less time than the majority to reach the indicated grade,and a **—"
means that blacks required more time than did the majority personnel,
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In Table 3 six of the ten conditions show that the majority group took a longer
time than the Black group to achieve the next grade. However, to counter-balance
that fact, in all four of the present grades the Blacks required longer than majority
to achieve the present grade from the preceding grade. In only one of these cases
was the difference statistically significant.

Table 4 displays the time comparisons for majority and Others,

TABLE 4.—AVERAGE TIME (MONTHS) DIFFERENCES BETWEEN MAJORITY AND OTHERS TO REACH INDICATED
GRADE FROM THE NEXT LOWER GRADE

Present grade
Indicated grade 12

5 L e 5
+.1 =08
42.8 +.1

Note: A “‘+"" value means that others required less time than the majority to reach the indicated grade, and a """
means that others required more time than did the majority personnel

It is observed in Table 4 that majority personnel required more time to achieve
the next grade than did Others, in all but one case.
Table 5 displays time comparisons for Blacks and Others.

TABLE 5.—AVERAGE TIME (MONTHS) DIFFERENCES BETWEEN BLACKS AND OTHERS TO REACH INDICATED GRADE
FROM THE NEXT LOWER GRADE

Present grade

Note: A ““+" value means that others required less time than blacks to reach the indicated grade, and a "'—"" means
that others required more time than did blacks.

It is noted in Table 5 that in all cases Blacks required more time than Others to
achieve the next grade. Only one case is statistically significant, however.

Inspection of Tables 2 and 3 show four statistically significant median tests.
Two of them show that the majority group took less time than the minority
group and Blacks, respectively. But the minority comparison involved 12 agents
of whom 9 were Black. Also present grade 11 and indicated grade 11 were involved
in both cases. Thus the same majority agents and same Black agents were used
in both comparisons. Therefore, the correlation between the two comparisons
is high, so that they should be considered as only one comparison. The other
two significant comparisons are independent and both show that the majority
group required more time than the corresponding minority group to achieve the
next grade.

Of the 30 comparisons made involving the majority group, 24 show the ma-
jority group requiring more time to make the next higher grade than the compared
group, be it minority, Blacks or Others. However, due to the inter-correlations
the statistical significance of this difference cannot be established.

CONCLUBION

Of the 10 cells (promotion opportunities) :

(a) The majority required more time for promotion than the minority nine
times.

(b) The majority required more time for promotion than the Blacks six times.

(¢) The majority required more time for promotion than the Others nine times.

(d) Blacks required more time for promotion than the Others all ten times,
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No consistent pattern of diserimination can be inferred from the results of the
foregoing analyses. The differences in Tables 2, 3, 4 and 5 are seen to be relatively
small compared to the corresponding entries in Table 1, showing that the observed
differences are of no practical significance.

Mr. McCLory. As a result of the minority hiring practices including
women, and I question whether they are a minority, has there been
any analysis made to determine the efficiency, the value to you, the
department, of these different individuals?

Do they measure up after they have been hired?

Mr. IngersorL. Mr. McClory, I think that if they are distributed
as to their competence and performance, you would probably find a
normal curve. We have had very outstanding success in some in-
stances, in others, of course, we have had the opposite.

Mr. McCrory. It seems to me that, in order to make the employ-
ment practices entirely fair, taking into consideration the educational
and environmental experiences of all applicants, you have offered an
a ternative equivalent for educational degrees, for instance, another
prerequisite for hiring. Is this not in order to encourage minority
employment, and to be eminently fair?

Mr. IncersorL. Well, I think that, of course, is one of the purposes.
However, there are other practical purposes as well. For example, we
have great need for Spanish-speaking employees, not only to deal—to
work in Spanish-speaking communities in the United States—but also
to staff our offices in Spanish-speaking offices in South America and in
Spain itself.

So, we will modify our desire to receive a person with a college
degree if he has a combination of linguistic ability, experience, back-
ground, which may be necessary to serve, say, in our overseas posts,
We have done likewise with respect in some instances, they are the
exception. With respect to other minority applicants, we will not be
rigid or adhere rigidly to the desire to have college graduates in the
Bureau. I think that that is a sound position. We will accept someone
who has less or fewer educational qualifications if he has other skills
or expertise that will make up for that.

Mr. McCrory. Thinking specifically of the Spanish-speaking—
they are frequently smaller in size, height, and other physical
characteristics.

Do we have any minimum height requirement which would restrict
or limit the Spanish-speaking applicants?

Mr. IngersorL. No, sir, I don’t believe a minimum height require-
ment is necessary in our particular kind of work.

As a matter of fact, the less you look like a policeman, the better
off you are.

Mr. McCrory. I think that is all.

Thank you, very much, Mr. Ingersoll.

Mr. INGERSOLL. Yes, sir.

Mr. Epwarps. I would yield to the gentleman from New York,
Mr. Rangel.

Mr. Raxger. I think we have introduced each other at public
affairs long enough to appreciate that we do have some limited
understanding of each other’s problems. The question today would
not be toward your dedication, which I certainly believe you have,
but as to how the Congress can assist in having your department
be more effective, which I am sure is your goal as well.
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My colleague had a question as to whether or not you had found
the minorities shaping up in terms of the rest of your force. I assume
that as long as you maintain the same high standards for all of your
people, that short of someone being inferior basically, that you should
expect the same curve.

Now, without going into the discriminatory practices or lack of
them, recently it has been declared by the President—and this was
the will of the Congress—that we have an all-out effort against drug
traffic. Having worked with your agency and the Federal Bureau of
Narcotics, the dedication of your men has certainly never been in
question; but in order to start this war, at least for public consumption,
have you been able to identify the areas where you have the highest
degree of drug traffic?

Mr. IncgersoLL. Yes, sir.

Mr. RaxGEL. And have they been the major cities?

Mr. INGERsoLL. For the most part, yes, sir.

Mr. RangeL. And within the major cities, have you not found
that it has been the minority communities that still have a higher
degree of drug traffic?

Mr. IncersoLL, Well, Mr, Rangel, I think that we would find that
the minority communities would have proportionately a higher degree
of heroin victims.

However, the trafficking, and particularly the traffic which the
Federal Government can operate against, involves people from all
ethnic and racial backgrounds. It is true that the wholesalers are
the people that the Bureau of Narcotics and Dangerous Drugs give
the highest priority to. They are drawn from probably equally any
background that you might want to describe.

Mr. Ranger. That may be so, but it certainly is not reflected in the
conviction rate in the States’ attorneys offices around the country.
Perhaps in the terms of the quantity or the amount of the drugs,
but not in the terms of the ethnic groups that have been convicted.

Mr. IngersoLL. Well, T am not familiar with those figures at the
moment, Mr. Rangel.

Mr. Rancer. I would just say generally speaking we would find
in our State and Federal courts that the convictions of minority
persons far outweigh their population in the United States.

Mr. Ingersorr. Certainly in State courts. I don’t know that
would be true in the Federal courts to the degree that it would be
true in the State courts. ;

[t is very true in the large cities and particularly the city of New
York that much of the retail traffic is carried on in the minority com-
munity and by members of the minority community.

Mr. Rancen. Well, taking it from there, in order to be effective in
law enforcement in this area, it would appear to be most effective
that you would have to have the type of agent that could more easily
assimilate to the particular community in which he is attempting to
operate undercover.

Mr. InGERsoLL. T agree.

Mr. RanceL. And you inherited an organization that had pro-
portionately very few minority members.

Mr. INgeErsoLL. That is correct, sir.

Mr. RaneeL. And now, the country has designated areas of top
priority. If we were not taling about (uotas or minority employees, as
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a strategist in this war, it would seem that we would have to reach
the conclusion that in order to be effective, we would have to recruit
the type of personnel in your department that would best assimilate
in that given community in which the war against the narcotics
traflic is being conducted,

Mr. IngersoLn. That is entirely consistent with my policy, Mr.
Rangel. That is the policy that I try to establish or articulate in the
statement.

Mr. RaneeL. But you are emphasizing the restrictions that the
budget has—the fact that you cannot recruit. By the fact that you
have a group of 1,500 agents with approximately 60 or 70 blacks, how
can we in the committee expect that given what you have to work
with and, forgetting the money which you are trying to get, that this
war could possibly be effective?

Mr. InGErsoLL. 1 think the war is showing signs of effectiveness,
Mr. Rangel. I think it is showing some signs in your community of
its effectiveness.

Mr. RangeL. Do you associate, then, the signs that I see with the
efforts that are being made today?

Mr. IncERsoLL. I associate the signs with the efforts that the Federal
Government has been undertaking for 3 or 4 years, not only within
the confines of any one city or metropolitan area, but also in concerted
law enforcement agencies of many other countries.

As you know, heroin is an international item of contraband, and
it requires a coordinated effort of law enforcement agencies of many
countries in order to curtail the traffic in heroin. I don’t think any one
aspect of our program over the past few years can be singled out for
full credit for reduction of heroin supplies. The Government has
attempted to mount a multifaceted effort which would deal at each
level of the supply.

Mr. RanceL. Well, is it not a fact that DALE attributed much of
its success to being able to get a black policeman rather than a black
Federal agent?

Mr. InaersoLL. I have no idea, sir. I have not heard that statement.

Mr. Raneer. Well, how closely do you work with Mr. Myles
Ambrose?

Mr. INaERsOLL. Mr. Ambrose is a special assistant to the Attorney
General.

As far as the daily program is concerned, 250 BNDD agents are
imvelved in that program. That operation is carried on in the field in
coordination with our office. We have a working relationship that is
close as necessary to solve the mutual problems.

Mr. Raneer. Well, I was under the impression that, from time to
time, all Federal directors involved in this war against narcotic traffic
did meet and share each other’s problems and successes and failures
in order to——

Mr. IngERsoLL. In a formal meeting, sir?

Mr. RanGEL. Yes; a formal exchange of ideas.

Mr. IncErsoLL. I am afraid I haven’t been a part of such a gather-
ing, Mr. Rangel.

Mr. RanceL. That is why we are a little apprehensive of the com-
bination of these agencies until we can find out whether or not there is
going to be any increase in effectiveness.

Is it correct that no black agent has been assigned overseas?

O7-7T80—73 2
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Mr. IncgErsoLr. That is correct, sir.

No black agents have applied. Some have expressed a desire, but
when the opportunity came to make the decision, they declined.

Mr. RANGEL. Are there no applications by black agents for overseas
assignments at the present time?

Mr. IngeERrsoLL. Not that I am aware of, sir. 1 will check with the
Career Development Board to either affirm or refute that, but I am
not aware of any.

Mr. Rangen. Would not the request of any personnel wishing an
overseas assignment reach your office? Wouldn’t they be referred to
the Director’s office?

Mr. IngERsoLL. No, sir,

However, I do keep track of people who are being assigned overseas
because these are specially sensitive positions.

Mr. RanGer. Then, would the rejection come from your office?

Mr. InGersorLr. No, sir. I have a formal Career Development
Board, which is responsible for making selections for overseas assign-
ments as well as our assignments of promotional nature.

Mr. McCrory. Would the gentleman yield?

Mr. Ranger. Certainly.

Mr. McCrory. Do we have agents who operate in black African
countries?

Mr. IngErsoLL. No, sir.

Mr. McCrory. That might be one reason why blacks would not, if
they are going to be operating in Marseilles or in Saigon or in Hong
Kong, be able to fit into the environment.

Mr. Ranger. If that logic were extended, then the Bureau of
Narcotics and Dangerous Drugs would be basically black in the
States.

Mr. IngersoLL. There is one difference, Mr. Rangel. If I might,
there is a language requirement.

Mr. RaxgeL. You know, when I look at this, Mr. Director, it seems
that when the Federal Government is prepared to deal with a national
problem—and certainly this is nne'-v--t{ml we are prepared to give the
type of training which is necessary to get the job done.

Now, there is no question that I have an understanding of your
civil service restrictions, the educational requirement, and now the
ability to understand a foreign language. But I would assume that in
prior times of war that this Nation has found itself with people who
did not qualify for the job which had to be done. Notwithstanding
your restrictions, it seems as though that language requirement would
be one of the very least impediments in getting the type of people we
would need, if in fact we needed them for overseas assignments.

Mr. IngersoLL. Mr. Rangel, when I spoke about language require-
ments, I was not speaking about the ability to read and write a
language and speak it in halting tones, the requirements of our agents
are such that they have to be very fluent in the spoken word. Now, we
have sent ]])mplo abroad who have not had such language ability, and
it is not only an impediment in their performance, but also it endangers
their well-being because when a criminal activity is being conducted
in their presence in a foreign language, they can’t grasp all of the
nuances. It is difficult for them to understand what is going on. Now,
we do use—we do train our people in language and we attempt to get
them to a certain minimum qualification in linguistic ability. We
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enroll people in foreign language for a year before they are sent to the
Far East in some cases.

We have had to build up our overseas office very quickly. We have
about 180 people there today. One does not learn a language in school
and then become immediately able to go into a foreign country and
speak a language like a native of the country.

Mr. Raxgen. Well, certainly with the small number of agents
overseas compared to the overall work force, I don’t want to dwell on
this. I do hope that this can be checked out because I understood that
there was a black agent who had one of the highest language aptitude
scores, and he was rejected.

[ don’t know how a formal application must be made in order to
request an overseas assignment, nor do I want to get involved in your
discretion and make a determination as to the qualification of a per-
son—black, white, or brown.

Based upon your long experience in doing the job for which you
have the responsibility, if you did not have the Civil Service restric-
tions and we had no BNDD, and you were given the task to start
from the beginning and get yourself a work force to deal with this
problem, would not there be a vast change in the number of minorities
that would be hired?

Mr. IncERrsoLL. I wouldn’t have to wait for that, Mr. Rangel. 1
would hire all of the minority applicants who presented themselyes,
and who could meet the standards of employment, if they would just
come forward and present their applications.

Mr. RanceL. But you cannot hire those that come forward now?

Mr. INncERsoOLL. Excuse me, sir,

I think we are talking about a hypothetical case. I understand.

If we are talking in a hypothetical case, I think I have responded
to your question. Obviously, we have to deal with the practical
limitations. These limitations are not only internal limitations, not
only what is referred as civil service limitations, but real world
limitations are what

Mr. McCrory. Would the gentleman yield?

Mr. RangeL. Yes.

Mr. McCrory. Do we have overseas agents who are Oriental in
background, Spanish-speaking, and other minorities?

Mr. IngERsoLL. Yes, sir.

Mr. RaneeL. But in the hypothetical situation, would you find—
do you believe—your task force to have the same percentage of whites
and minority members?

Mr. INngErsoLL. Our task forces?

Mr. RanGeL. No, your operation field forces. What I am trying to
find out is whether or not the low number of blacks at BNDD and
the low number of blacks in the supervisory positions is due to the
restrictions that have been placed historically on your agency, and if
you took away these restrictions, whether or not given the area where
you have the highest amount of drug traffic, whether or not it would
change dramatically in the number of minorities?

Mr. INGERsoOLL. Assuming that the supply was available, yes, sir.

May I add to that just a moment?

Mr. RangeL. Yes.

Mr. InGgErsoLL. As I indicated in the statement, out of the last 25
or 27 that we have trained, they have been minorities. Now, the last
class of 30 special agents, 15 of them were minorities.
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Mr. RangeL. That is my point.

Mr. IncErsoLL. I had, last springtime, indicated that I wanted the
next few classes to be at least 50 percent minority, but unfortunately,
we only had two more classes after that edict was announced.

Mr. Ranaer. Certainly, if you were to continue this then, we might
get more effective representation of those agents that would be work-
ing in communities where we have the high drug problems?

Mr. IncersoLL. Well, we have projected that and have learned that
if we were to hire 50 percent minorities on the basis of the estimated
attrition during the next year, we would increase our current strength
of 14 percent overall in the Bureau to 16 percent in 1 year. It would
take, | think it would take steady progressive efforts to reach the goal
that you are suggesting. I have no quarrel with the goal.

Mr. RaneeL. Taking into consideration your attrition, what would
you establish your manpower to be outside of that, because it is
shocking that during the war, you don’t have any recruitment classes,
and you can’t recruit. You ean’t train, and yet we have just started
the war, politically speaking.

Mr. IngersoLL. Well, Mr. Rangel, T am sure you appreciate the fact
that the Office of Management and Budget determines the Presiden-
tial budget each year. Part of that Presidential budget is incorporated
in the Bureau of Narcotics and Dangerous Drugs.

Mr. RanGeL. But we are here to help you with the budget, Mr.
Director. We only want to know. I am impressed personally with
your effort made to hire minorities, but that 1s really hypothetical to
me.

These are wonderful goals, but you ecan’t reeruit or hire anybody.

Mr. IngErsoLL. I am not, certainly, in a position to respond to that.

Mr. Ranger. Can you not respond as to what you believe would be
your annual need considering attrition in order to be effective as the
Director of the agency which has the responsibility to eliminate or have
alleviated the drug traffic?

Mr. INGERSOLL. Are you asking me in terms of additions to the per-
sonnel already, or over and above our present ceiling?

Mr. RanGEL. I guess, I would be forced to ask that question, if your
goal is to hire at least 50 percent minorities in the training programs.
But then you say, of course, that you don’t have any traming pro-
grams. I would have to ask what would you like to have if you could
have a training program?

Mr. InGersoLL. I can’t be responsive to that question at this time,
Mr. Rangel.

Mr. Raxger. If you only wanted two more agents, could I suspect,
that one black agent would be hired?

Mr. IngersoLL. This is a very, very difficult question for me to
ANSWer.

The Congress has our fiscal year 1974 budget under consideration
at this time. We have already testified on it. In addition to that, there
is a reorganization plan before the Congress at this time, which will
add some 500 agents from the Burean of Customs.

I will not be responsible. The Bureau of Narcotics and Dangerous
Drugs goes out of business on July 1. I eannot speak for the future
administration in terms of what they need or what their desires may be.

Mr. Rangen. Well, nobody can speak toward the future of this
administration.




Mr. Iygersorn. I am speaking toward the Drug Enforcement
Administration.

Mr. Ranger. But this problem we have, we will have, and have had
for a long time. I assume that we will need your talents and your sug-
gestions. I understand that the 500 men will be coming from the new
Department of Customs.

Mr. IngErsoLL. That is correct, sir.

They really have not had the historie liberal record in hiring
minorities.

Mr. Ranger. But out of the 500 men, how many minorities do you
expeet to be coming from the Bureau of Customs?

Mr. IngersoLL. | have no idea.

Mr. RangEiL. Is there no meeting?

Mr. Epwagps. Would the gentleman yield at that point?

Mr. RangeL. Yes.

Mr. Epwarps, We asked a number of days ago the Bureau of Cus-
toms for the same kind of information that you are requesting. There
will be 500 special agents that will be transferred to the Justice Depart-
ment if this reorganization plan goes through. As I pointed out in my
opening statement, the Commissioner of Customs has not yet re-
sponded to the subcommittee’s request.

Is there anybody from the Treasury here?

Well, I would only suggest the lack of response might indicate a
guilty conscience.

Mr. Ingersorn. Mr. Chairman, may I please try to be somewhat
responsive?

There was a group of people, a committee which is overseeing the
reorganization plan, planning for the reorganization. The Bureau of
Customs has not vet identified those individuals by name, who are
going to be scheduled for transfers.

I think that that in part may explain why you have not

Mr. Epwagps. | think they have written that down and sent it over.
[ would like the ethnic breakdown of their present squad or group of
agents. It is very hard for me to understand why they couldn’t provide
ihe information.

I vield back to the gentleman from New York.

Mr. RanGEL. In your experience in dealing with the Burean of
Customs, isn’t it a fact that their number of minority special agents
is really much lower than your own?

Mr. InGersoLL. I don’t know, Mr. Rangel. I have never really
asked the question. :

Mr. RanGen. Were you consulted in terms of this consolidation or
merger at all?

Mr. IncErsoLL. My staff and I were consulted, yes. We functioned
at various levels in the planning.

Mr, RangiL. Then are you concerned with the quality and quan-
tity of the men that would be assigned to the overall new agency
that would supersede your agency?

Mr. INGERSOLL. Yes, indeed. Yes, sir.

Mr. RangeL. But, don’t you even know the quality of the people
that would be sent to you, much less the ethnic breakdown?

Mr. InceErsoLL. No, sir.

Mr. Rancer. Well, having merged once with Justice, I can see that
yvou have no objection to merger.
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Mr. IngersoLL. T have no objection at all. It is a move that I
advocated for 4 years.

Mr. RanGeL. But, you certainly wouldn’t contradict that: it
would not enhance your minority recruitment program?

Mr. IngersoLL. I think that that remains to be seen, Mr. Rangel.

I can’t foresee how it is going to affect the program one way or
another at this time in the absence of information as to who is coing
to be transferred into the Drug Enforcement Administration.

Mr. RaNGEL., Assuming the transferees were all white, this would
not really be in line with the goals that you have planned in terms of
some balance since ethnic balance is essential in doing the job which has
to be done.

Please understand, I am not talking about equal opportunity, I am
talking about being effective in this war against narcotics traflie,
especially in the type of community that is victimized.

While T am in the position of asking for more law enforcement,
especially the high quality which your agency has provided over the
years, 1 would hate to think that the Bureau of Customs is sending
500 Chinese agents to you, and you have to send them to me.

So that, in order to review the situation, don’t you believe that in
all fairness they should tell you what you should expect to see merged
with the outfit for which you now have a responsibility?

Mr. InGERsOLL. Yes; and I expect, Mr. Rangel, that that informa-
tion will be made available to me as soon as it is—as soon as the
Bureau of Customs has identified the people that will be transferred.

Before that can be done, the functions of the Customs agency
service have had to be analyzed, those activities. those peoples, those
pieces of equipment, and other resources that are associated with the
narcotics enforcement have had to be identified. Then when that is
done, I am sure that I will participate in the evaluation of it.

Mr. Rangen. Now, how can we as Members of Congress know
whether or not this reorganization is good for the people of the United
States when we don’t even know wholly the consolidated quality of
the persons?

What can we do in order to be objective as to whether or not we
should have this consolidation?

Mr. McCrory. Would the gentleman vield?

Mr. RANGEL. Yes.

Mr. McCrory. Isn’t this the subject of the reorganization plan,
which comes before the House Government. Operations Committee
and not the Judiciary Committee or other committee of the House?

Mr. RanGeL. I have assumed, though, as a Member of Congress,
I had the responsibility to support or go against anything that comes
before the Congress.

Mr. McCrory. I think the propriety of the reorganization plan is
something which is analyzed and reviewed and handled by the House
Government Operations Committee,

Mr. RanGEL. I think you are correct, but if the Director of BNDD
is not familiar with the quality of personnel inherited, I assume {hat
the committee to which you refer is not familiar with it either.

Mr. McCrory. I would think on the contrary, that it would be
their responsibility to determine how useful these persons would be,
or what categories they could oceupy in the reorganization plan.
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Then they would decide whether they wanted to offer a resolution of
(|iﬁ:l1|'l|)l‘0\'lll. which we would then have on the floor of the House.

Mr. RANGEL. You are probably right, but I certainly would have
more confidence in those people who are actually engaged in law
enforcement than my colleagues.

Could you tell me what your successes and failures have been, or
your general efforts in recruiting minority members, say in the last
5 years?

Mr. INGERSOLL. Yes, sir.

There is a statistical breakdown that 2oes back to November 1971.
That is the beginning. T think we have some difficulty extending
beyond that—going beyond November 1971. It is my understanding
in those times that records of ethnic or racial backgrounds were not
kept in an orderly manner. That was mainly because, 1 believe, it
was the feeling that those kinds of identification should not be main-
tained and readily available in form.

Mr. RangeL. Isn't that policy in sharp conflict with the Equal
Employment Opportunity Commission and vour plan to have 50
percent black recruitees?

Mr. IngeErsoLL. I think that philosophy has changed in the inter-
vening years,

Mr. Epwarps. Is the document to which you refer, Mr. Ingersoll,
entitled “BNDD Minority Employees’?

Mr. IngersoLL. Yes.

Mr. Epwarps. Without objection, it will be inserted in the record
at this point,

[The document referred to follows:]

BNDD MINORITY EMPLOYEES

Total
Spanish Total non- Grand Percent
Blacks speaking Indian  Oriental  minotity  minority total  minority

Special agents:
November 1971 : 49 45
June 1972 ... ... 55 48
March 1973 : 67 65
Cnmgliam:e investigators:
[ TR E 5

18
34

101 i 1, 326
110 i 1,447
142 1, 443

9 131
10 176

132 703
159 703

13 112
17 116

NG O= =0 o0 MWW

6
10

237 69 10 321 2, 402 2,123
270 111 22 408 2,372 2,780

Mr. IngeErsoLL. The document shows that in November of 1971, 8
percent of our special agents were minority employees, March 1973, 10
percent. That 1s 7 and 3 percent, respectively, for 1972 and 1973.
Compliance investigators, 19 and 20 percent respectively 1972 and
1973. For the clerical employees, 12 and 15 percent for employees in
1972, 1973 respectively. Then it would be 6 and 10 percent for profes-
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sional occupations in those 2 years. They have 15 percent for total
employment in 1972 and 1973, respectively.

Mr. Ranger. Is this the document that you read into the record?
Was this furnished by the BNDD to the subcommittee?

Mr. Epwarps. Mr. Ingersoll furnished this document to the sub-
committee this morning.

Mr. INgERsoLL. Yes, sir.

Mr. RanGeL. Are there any documents that would show a decrease
in the number of black agents who were employed by BNDD?

Mr. IngersoLL, No, sir.

Mr. Raneer. Would the number of blacks employed in November
1971 be 49?

Mr. IngERsoLL. Yes, sir.

Mr. RangeL. It would not be 76.

Mr. INgERsoLL. That is correct, sir.

Mr. RanGeL. And would it be possible to check with some of your
assistants here to determine whether or not there would be any
similar type of minority employee sheet that might reflect the 76
because of some typographical error instead of 49?

Mr. INgErsoLL. This is a draft of figures. There may have been
some other that may have contained errors. [ am not sure about these.

Mr. RangeL. That is where we are today as a result of your effort
in the eight cities and the black colleges.

Is there any way that you would know the number of applicants
that met the basic requirements so that, at least, they could be
interviewed?

What I am driving at, Mr. Ingersoll, is that I assume there is an
initial approach to a large group. Out of that group is taken a smaller
group. Then, certain things happen. Each is interviewed regionally,
examined, trained, and placed on probation. Then, we reach the figure
that we are dealing with today, 677

Mr. IngersoLL. I have that information, Mr. Rangel. If you will
bear with me for just a moment.

Mr. RangeL. Perhaps, one of your assistants could be looking for
this information, while you can tell me what the dropout rate is and
at what stage it oceurs.

[ assume these would be standards that you would be using to test
the effectiveness of the recruitment drive, meaning that if nobody
showed up, you could not expect that you would have agents?

Mr. IngersoLL. Let me, if I may—in one other recruiting drive,
there were 110 interviews, and from those 55 applications that were
received, those 23 were offered positions. Nine Jt-r-lined, and 14 were
appointed. That is one example.

Mr. RangeL. Now, when you say interviews, is that to say on the
campus?

Mr, IngErsoLL. Yes, sir. These are people who came in to discuss
the job opportunity, the possibility of coming to work with the
recruiters. Of the 110, that is approximately 55 or 55 percent of them
apparently submitted applications.

Mr. Rancen. Now, would the applications merely indicate the
academic requirements, without going into whether or not he would
be qualified in other areas?

Mr. IngErsoLL. The application would be reviewed and then the
individual would be interviewed by either—in some cases, they were




interviewed in the field by agents close at hand, and in other cases,
we had instructed special interview teams that operated out of
Washington, D.C., and they were specially trained for interviewing
with minority applicants particularly.

Mr. RaNGEL. I certainly don’t want to load my questions, but what
I am concerned about is the percentage of the interviewing teams
that actually came from the region.

The reason for my question is that if you went to the black colleges,
I assume they were not in the North or in any of the major cities, but
rather in the South?

Mr. IncgErsoLL. Many of them were in the South.

Mr. RanGEL. And then I am also concerned as to whether or not
yvour interviewing teams were mostly placed in the South and would
understand your national needs rather than their regional needs?

Mr. Ingersonn, The answer to that is there was a combination.
Initially, the interview teams were those basically stationed in the
South. That was found to be less than effective, and, therefore, we
developed teams that were trained here at headquarters. They were
drawn from throughout the country. They were trained here not only
by the Bureau, but also by the Clivil Service Commission. Then they
were put into the field for this particular purpose.

Mr. RANGEL. So, is there a problem in getting the local people to
interview minorities from southern States?

Mr. IngeErsoLL. | think the problem is one that people who come
to work as criminal investigators are not trained interviewers, or
recruiters of new personnel. [ think that that is as much of a problem
as anything else. It is like asking a group of school teachers who
studied to teach to go out and recruit. They are told to don the hat
and go out and recruit teachers. It is not part of their background.

Mr. RangeL. To what do you attribute so much success in getting
Spanish-speaking agents?

[ know that you have 65, I think, Spanish-speaking agents and 67
black agents who all meet the academie standards and requirements
that you demand.

Why is it that you have an equal number of Spanish-speaking and
blacks?

Mr. IngersoLL. I can’t answer that question, Mr. Rangel. It is
not by design.

Mr. RaxceL. But, it is so uniquely unusual.

Assuming that the drives are to get minorities to work in commu-
nities in which they could be most effective, it seems as though vou
have a tremendous success with the Spanish-speaking people. If you
have to use the number of blacks that you hired as a leveling factor,
you have two more blacks than Spanish-speaking people. Certainly,
the black community outnumbers the Spanish-speaking population
by more than two to one.

Mr. IngersoLrL. I don’t have an answer to your question, Mr.
Rangel. It is the way it happened, I guess. I am sorry I can’t give you
a better answer than that.

Mr. Ranger. Well, I am merely trying to see what we can do to
remove some of the restrictions. 1 understand that you are not re-
stricted altogether, but you have something called schedule A, which
vou can use to make a determination in the best interest of the effec-
tiveness of the Department. If a person has skills, you can set aside




all of these guidelines and use your own judgment with respect to the
task of being more effective.

Do you have that opportunity?

Mr. IngersoLL. Yes, people can come in under the schedule A.
That only delays the inevitable examination process, the usual
process. It is a temporary expedient to bring people in, but at the
same time under the present regulations, he will have to submit to
the Federal service entrance examination and other formal procedures
that are in effect,

Mr. RanaeL What we call that in the ghetto is getting the foot in
the door, which is not bad.

Mr. IneERrsoLL. A lot of people have gotten their feet in the door
that way.

Mr. RaneeL. Our data, which may be incorrect, says In recent
years you have 145 on schedule A, and only 61 are minority.

Mr. INgeERsoLr. I don’t know where you received that figure. 1
would have to go back into our records and find out.

Mr. RangeL. Considering your concern about hiring minorities
and recognizing that you are not allowed to start as many training
programs as you want, would the number not be closer to the schedule
A than to the general number of people that were hired?

Mr. INngERrsoLL. I am sorry, I don’t understand the question.

Mr. RanceL. Would not the appointments under the schedule A
reach your office more so than the regular person that is hired?

Mr. INgeRrsoLL. No, sir. I have had some 2,800 people in the employ
of the Bureau and I do not review every application of every individual
that is hired.

. Mr. RangeL. Would only those applicants requesting overseas as-
signments come to you?

Mr. INéeRrsoLL. They do not come to me. I am informed. If T object
to the assignment, I might object. For the most part this is just a
review process. There are times when I raise questions about the
particular priority of the overseas assignment, but those are exceptions
rather than the rule.

Mr. Raneen. Would that relate to the attrition and schedule A
appointments?

Mr. INgersoLL. Iam not in a position to make a distinction between
who is coming in schedule A or who is coming in to replacement for
attrition purposes.

[ am sorry, I have to deal with these problems on a very general
level. I have a personnel officer that is principally and particularly,
professionally competent to implement my policies and to do the
screening and other necessary work that is incidental to employ.

Mr. RANGEL. I can appreciate that because no one, less than I do
since I have other responsibilities, would want to be involved in your
personnel policies, but you have to admit that when you deal with 67
blacks out of a force of 1,500, both you and I have a responsibility to
see what has not been done to change that ratio.

Mr. INgERsoLL. I agree completely, Mr. Rangel.

[ come here with hat in hand, asking you for assistance.

Mr. RaneEL. I can give you schedule A as assistance. This has been
used to recruit minorities.

Mr. INgERsoLL. It has been used from time to time to recruit
minorities,




Mr. Rancern. Has it been effective?

Mr. IngeErsoLL. It has had limited effectiveness.

Mr. Ranaer. Has it reached your 50 percent standard?

Mr. InagersoLL. No, sir.

Let me say again that even the use of schedule A in the long run—
even the individual who comes in under schedule A is still going to
have to go through the formal civil service procedures.

Mr. RangeL. I hope it would not be any other way, Mr. Director.

Mr. INGERSOLL. So, he is going to come in with the same qualifica-
tions.

Mr. RangeL. Your schedule A person, when it comes to that ex-
amination, should be better qualified than someone coming in from
yvour colleges or your streets.

I used an analogy that there was a time that minorities were ex-
cluded because of their standards from the military, both from the
draft as well as from the volunteers. So how were they allowed to get
this foot in the door and be trained?

A time came when they met these standards and it seems like
schedule A is a wonderful opportunity to get them in the door. It
would prepare them to take the examination. So, you would not lower
your standards.

Mr. IncersoLL. Well, I think that that has been done in some cases.
[ am not prepared at the present time to give the statistical breakdown
of how much of it has been done. I am impressed that it is probably
not as much as you think. Perhaps I should go back and look at it and
see whether it has been used that way.

Mr. RanceL. I could not make that opinion, Mr. Director, if it
has not been used as much as you think it should be.

[ have no way of knowing whether it has been used properly. I am
merely trying to find out whether or not you are using the tools that
are available to you.

Getting back to New York City, it is my understanding—and I
hope that I am wrong—that you have only hired three black agents
from that regional office since 1968.

Mr. INGERsoLL. I can’t verify that, Mr. Rangel. I am sorry.

Mr. Raxaer. Could you determine the number of agents generally
that are assigned to that area?

Mr. IncersoLL. How many agents are there in New York City, or
assigned to that region?

Mr. RanGeL. Yes.

Mr. INGERsoLL. Yes, about 200.

Mr. Rancer. How many of those would be black?

Mr. INGERSOLL. As my memory serves me correctly, about nine are
black.

Mr. RaNGeL. Just to pinpoint by number the drug activity that
takes place in New York City, what percentage would be taking place
in the brown and black community?

Mr. IncersoLL. I would just suspect that it is 50 percent or upward.

Mr. RangeL. And if you agreed with me that all things being equal,
the ability of the agent to assimilate in the community increases the
effectiveness, then we should expect that, if you had the opportunity,
close to 50 percent of the agents would be black?

Mr. IngERsoLL. I am not suggesting that. I think that that is close,
50 percent.
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Mr. RanGeL. Strike that. Would this fizure be out of proport mn to
what you law enforcement officers would think to be most effective?

Mr. INGERsoLL. I think the measure of effectiveness is relative. I
think we have been successful in New York City.

Mr. Ranger. With what you had to work?

Mr. ]'\I('FRH()! L. Maybe we would have more success, but then less
success in these black areas where these agents are assigned.

Mr. RangEer. I didn’t follow that.

Mr. IngersoLL. If you are hypothesising, that the people who can
assimilate into an environment perform effectively

Mr. RanGEL. It is not my hypothesis.

Mr. InagersoLL. That is my hypothesis, too, sir.

There are communities other than New York C ity who also have
black populations. We have 67 blacks in the Bureau of Narcotics and
Dangerous Drugs. My regional directors are also for more black agents.
We move them around to do the best job we can with the limited
resources.

Mr. RaneeL. I admit that T am concerning myself with New York
City. I agree with you that you have a -mn|| number with which to
work. You tln the best you can.

Certainly, I am not asking you to remove them from other com-
munities, but I do think we both agree that yvou should take your
nwmh(-n and rotate them. I don’t l|ll]l|\ mlll\ YOU can use severl
black undercover agents in my congressional district alone, much less
the city of New York. I won’t assume that Shirley C hla!mlm would
agree that I could have them.

What I am talking about is how can you get the type of persons that
vou would m'vd because in the President’s statement he indicated that
more money is not needed, nor is there need for more manpower to
work on the problem.

So, I don’t know if the President bt‘|l{ ves vou have everything with
which to work. I believe that we are in trouble with this war even
though I would be the first to admit that more has been done in the
last few years than ever before, but is this the cutoff?

Mr. INGgersoLL. I don’t think that the momentum or basis is going
to be cut down a bit.

Mr. RangeL. Don’t you believe the fact that you have not been
able to recruit more h!nr ks has slowed down your effectiveness?

Clertainly, it hasn’t increased it.

Mr. InGERSOLL. It certainly hasn’t enabled us to achieve the goals
or objectives that we started out to achieve.

Mr. RanGEeL. So, we have to deal with the Office of Budget and
Management, the Customs Bureau, and a variety of other things
over which you have absolutely no control.

Mr. Ingersorn. I am Director of the Bureau of Narcoties and
Dangerous Drugs.

As you know, the President or Attorney General has designated Mr.
Ambrose in charge. There are many other people who are ln\t}l\ml in
this reorganization, and your conclusion is correct. I am not in control
of anything at this moment except the Bureau of Narcoties and
Dangerous Drugs.

Mr. Ranagen. Well, T just can’t see how we can have any reorgani-
zation if Mr. Myles Amhmm is going through the ::-nro'ummtmn and




not even discussing with you the quality of the people that would be
transferred into this large organization.

I am not trying to just compliment you and your reputation.
I don’t care how many new agencies are created. The Bureau of Nar-
cotics and Dangerous Drugs has the major responsibility notwith-
standing the new agencies. If the Congress believes that in the new
agency being created that you are not the major factor in that
creation, then we have no way of knowing where politics begin and
where career law enforcement officers end.

[ would hate to believe that if the Department of Social Service were
going to be merged with your agency and that you would just have to
wait and see what happened.

Mr. Ineersonn. Mr. Rangel, let me explain the reorganization
plan a little bit.

First of all, it is not just a merger of somebody with our agency.
This is the establishment of a new Drug Enforcement Administration.

Mr. Ranger. Take me step by step.

Mr. IxcersoLn. The new Administrator is nominated by the
President, confirmed by the Senate.

Mr. Raxcen. Take me step by step, Mr. Director. In this new
Administration will there be no Bureau of Narcotics and Dangerous
Drugs?

Mr. InaeErsoLL. That is correct.

Mr. RaneeL. | understand that. What percentage do you believe
or do you think they will share with you in terms of manpower that
will be provided to the new organization from your agency?

Mr. IngErRsoLL. About 75 percent.

Mr, RaneeL. And where will the other 25 percent come from?

Mr. IngeErsoLL., Presumably, from the Bureau of Customs.

Mr. Ranger. What about officers of the National Narcotics In-
telligence?

Mr. Starto. Forty on the rolls right now.

Mr. Ranger. Is that it?

Mr, IngersoLn. I am not sure. And the other—the Drug Abuse
Law Enforcement—How many employees do they have?

Mr. Srarro. They have about 90 employees right now.

Mr. Ingersonn. I don’t think all of them will be coming into the
Drug Enforcement Administration.

Mr. Rancer. If I said 75 percent of the new agency will be com-
posed of your agency, would { be correct?

Mr. IngErsoLL. That is correct, sir.

Mr. RanceL. And at the present time, you have no idea as to what
will be the basic work force of your new organization. Is this correct?

Mr. IngersoLn. No, sir. This is, as I have said before, the in-
dividuals have not yet been decided.

Mr. RanGeL. So we can throw out the window right now all of
vour recruitment ideas, the possibility of minorities being promoted
to supervisory positions, and the recommendation of the past report
that you have made. You haven’t the slightest idea with what you
are working. If 500 blacks came over to your agency, obviously, you
don’t have to recruit,

Mr. IngErsoLL. I am not sure that I really—some could be thrown
out the window. I really think, sir, this depends upon the Adminis-
trator, the new agency. It depends upon what he intends to do, the
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extent that he sees valid in the decisions that have been generated
or adopted. I think that that is within the discretion and within his
determination,

Mr. Rangen. Well, there is not very much to which Congress ean
respond. If you have to wait to see who the new Administrator is.
there is nothing we can do in terms of supporting or denying. We
should not only wait until the Government Operations Committee
begins its investigation, but we should also just wait and see what
happens even though we have the constitutional or legal responsi-
bility to review the consolidation. Is that correct?

Mr. Ingersorn. Well, I am not familiar with the chapter and verse
of the Presidential reorganization authority, but I do know that the
Congress receives it. It either disapproves or approves it. There is no
contemplation that the Congress will be concerned with responsi-
bilities that might be involved in the reorganization.

Mr. Ranger. Policy is certainly one thing with which we have to
concern ourselves,

Mr. Drinan. Will the gentleman yield?

Mr. RaNGEL. Yes.

Mr. Drinan. T want to commend you on your work. T had been
favorably disposed to the reorganization plan, too, Mr. Ingersoll.
I haye admiration for you, and if you look back to Ramsey Clark’s
administration at Justice, he really cared about civil rights. But I am
frankly very disappointed that you can’t make an affirmative com-
mitment on behalf of the resources of BNDD.

I would just like your comment pursuant to that about which
Mr. Rangel has been questioning you.

Mr. IngersoLL. I would prefer not to be associated with any
administration in terms of partisan politics. I am not a partisan
politician. I just happened to be appointed by Ramsey Clark, but
that was just a case of a time and a job. I have been retaine by the
present administration.

As far as the future is concerned, I am in no position in the Drug
Enforcement Administration—there is planning at this time. That
planning is under the direction—in the hands of Mr. Miles Ambrose
for the Department of Justice and the Office of Management and
Budget. The total Government is concerned.

Mr. Drinan. Well, I appreciate that, sir, but it is eivil rights about
which this committee is concerned. This is the only group in the entire
House of Representatives that is concerned with this precise point.
It is our responsibility to look at reorganization, too. What type of
commitment to civil rights are they going to offer?

We are getting no response. You say that it is not your responsibility.
Well, whose responsibility is it, and who can we invite here to give
us what that proposed new organization would do with respect to
civil rights?

Mr. Starvo. Sir, I think it is premature to respond to that question,
but from the department level, T can give vou some insight into what
we hope to do.

When the new administrator is appointed, it is our objective to meet
with him to acquaint him with the Department’s action plan, which
applies to all Bureaus of the Department, and to encourage him to
rely upon Mr. Ingersoll’s experience in the Bureau of Narcotics and
Dangerous Drugs.
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I think we can safely say that we don't lose the benefit of his
experience, but instead we have steadily built upon it.

Mr. DrinaN, Thank you very much. I will yield back to Mr. Rangel.

Mr. RanaeL. I want to thank you for coming here, and I must say
that in view of what you have told us, I feel much more secure for the
safety of the Nation in dealing with the Bureau of Narcotics and
Dangerous Drugs.

While I have always been one to support consolidation, I can’t find
myself supporting what I don’t know. So, therefore, I want to thank
yvou for your longtime interest in bringing about not only equality in
civil rights, but more importantly, for trying to get the most effective
work force that you can get.

I don’t think I would be helping you at all by supporting the transfer
of people to you when you have no idea about their background and
training.

Mr. Epwarps. The gentleman from Virginia.

Mr. BurLEr. No questions.

Mr. Epwarps. The gentleman from Massachusetts, Mr. Drinan.

Mr. Drinan. [ yield.

I want to thank him for coming and for this discussion. I hope we
can continue this dialog about civil rights in this entire area.

Mr. Epwarps. I want to emphasize the point that was made by Mr.
Drinan of Massachusetts that the Judiciary Committee has a very
definite and continuing interest in any kind of a new plan for the
reorganization of any executive agency because we have been charged
by the House of Representatives with the job of trying to assist the
various agencies concerning fair employment practices.

Our investigation previously in the 92d Congress indicated that
with regard to Spanish-speaking people of the United States, the
employment practices of the Federal agencies and licensees of the
Fet&eral Government were very unsatisfactory.

The gentleman from New York pointed out that your agency has
done very well with the employment of Spanish-speaking people. 1
assume, Mr. Ingersoll, that Mr. Gallegos, who is sitting there behind
you, is involved in that aspect. Is that correct?

Mr. IngersoLn. Mr. Gallegos. Mr. Gallegos is the Acting EEO
Officer and served on my personal staff. His present duties are to
provide me with advice and assistance in all minorities.

Mr. Epwagrps. Mr. Gallegos, you should be complimented with
regard to hiring practices. Certainly, you are doing a lot better than
any other Federal agency. Whatever the record is with regard to
minorities, I would like to ask you one question on that.

Mr. Gallegos, perhaps you would like to answer this. Of the com-
paratively large number of Spanish-speaking people employed as
special agents, what percentage employed are Mexican Americans?

Mr. GarrEcos. We do not have that breakdown. We don’t have
the precise statistics on the number of each.

Mr. InaErsoLL. There are some, and these were recruited from
Puerto Rico and reassicned to Puerto Rico. There are others else-
where in the country.

Mr. Epwarps. Counsel, do you have any questions?

Mr. BromuEeRr. No questions.

Mr. Epwarps. Ms. Robinson.




28

Ms. Rosinsox. Earlier in your prepared statement, you indicated
that you visited predominantly black institutions. 1 would like to
know the names of the colleges.

Mr. INeersoLL. The names of the colleges? I will have to bring
that in for the record.

Ms. Rosinson. I am also interested in knowing about the career
board which was created. I believe it was mentioned with reference
to the overseas assignments.

Mr. IngErsoLL. The Career Development Board is responsible for
selecting people for overseas assignments, and also for recommending
people for promotions to supervisory grades.

Ms. Rosinson. What is the ethnic composition of that group?

Mr. IngERrsoLL. It is composed of three senior white officers in the
Bureau.

Ms. Rosinsox. I am also interested in your equal employment
plan. Is it correct that there is a departmental policy to document
reasons for nonselection of minority and female applicants?

Mr. IncersoLL. I think it is correct, but I think there is—this is a
question that Mr. Stallo would be in a better position to answer.

Mr. Sranro. I don’t believe that that is specifically the policy.

Mr. GarreEgos. It is in the draft.

Mr. Sranro. It is not a department plan, it is the BNDD plan.

Ms. Rosinson. Then, was it deleted from the final version?

Mr. IncErsoLL. We don’t have—the final version hasn’t been
published yet.

Ms. Rosinson. Well, is it your policy to do that now? Do you have
any mechanism for that?

Mr. GaLLeGos. Oral screcning——

Mr. InceErsoLL. There is a requirement for that.

Ms. Rosinson. Now, could you give me the title of the indi-
viduals who have been involved in that process? The draft simply
says officials with selection authority. I am wondering who those
officials are.

Mr. IngersoLL. In the field, it would be the regional directors who
are the highest ranking officers of the 13 domestic regions and the 5
overseas regions. The decisions are made at headquarters. It would be
the Director of Personnel.

Ms. Rosinson. I see. Within that particular group, are there any
minority members who make that decision?

Mr. INGERsoLL. Among the regional directors?

Ms. Rosinson. Yes.

Mr. INgErsoLL. Yes. There is one regional director and several
special agents. There are several in the district offices within the per-
sonnel department. There are minority personnel who participate in
the decisionmaking process.

Ms. Rosinson. I have another question with regard to your pro-
motions. I understand there is a restriction on promotions above the
GS-12 level. Is this correct?

Mr. INGERsOLL. At this moment?

Ms. Rosinson. Well, let me ask you then, is the restriction at this
moment?

Mr. InGeErsoLL. It is a transference of authority during the re-
organization period. Any promotion above that level has to be cleared
with the Department.
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Ms. Rosinson. I see. Has this restriction just recently occurred, or
has it been a restriction for some time?

Mr. IngErsonn. It has been in effect since the reorganization plan
was promulgated.

Mr. Srarro. March 28.

Mr. RangerL. Could you assist us with the names of the people who
presently have been having the input in the reorganization?

Mr. Ingersorn. I think, as far as the Department of Justice is
concerned, the person responsible is Myles Ambrose.

Mr. Ranger, All right. Would there be any others who have any
idea as to what the program that ultimately comes before the Congress
for approval is going to be?

Mr. IngErsoLL. People or programs coming before the Congress?

Mr. Rancer. Well, I don’t know. You mentioned that 40 men or
so are coming from special intelligence groups.

Mr. SraLro. The decision that must be made by Mr. Ambrose and
his assistant will be one in which we will look at the organization
structure and will also see what it will look like when they merge
functions. Apparently, they exist together, and what the staff is
apparently—as far as I know, that decision has not yet been made.

Mr. RanceL. We have talked with the men that will be providing
the 75 percent of the manpower. Myles Ambrose will be providing some
part of that manpower, too. Who else will be providing manpower, if
not ideas and suggestions?

Mr. IngersoLn. There will be many through the transfer of indi-
viduals from offices of the narcotics department, which is being cur-
rently directed by Mr. William Sullivan.

Mr. Ranagen. Who is in charge of that?

Mr. INgErsoLL. Commissioner—I might add several times that
people who are being transferred in their field are familiar and asso-
ciated with the drug enforcement activities. They are inspectors who
are going to perform the duties associated with drug enforcement. I
would expect it would not until 1 or 2 more weeks before specific
individuals will be identified.

Mr. Ranxger. They may have already been identified since this
information just hasn’t been shared.

Mr. INgersoLL. I think the field visits are going on right now. I
have sat in on our preparatory meeting for the field visits, and the
information was not available at the last meeting which was a few
days ago, last Friday.

As Mr. Stallo has pointed out, one of the purposes of this trip is to
identify if not by name, at least by position and function, those
customs activities that are most closely related to the narcotics control
efforts.

Mr. Ranegen. Mr. Chairman, has an invitation been extended to
any of those people who are presently directing programs that are
being considered in consolidation?

Mr. Epwarps. I believe that we probably decided this morning
that we will invite both Mr. Ambrose and Commissioner Acree of the
Bureau of Customs next week.

Mr. RangeL. Might the subcommittee members have the opportu-
nity to request in writing further information?

Mr. IncersoLL. Of course, and we would be very happy to comply.

97-780—783——3
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Mr. RangeL. I can’t thank you enough for your appearance.

Mr. Epwarps. If there are no further questions, we thank you very
much, Mr. Ingersoll.

The subcommittee will stand adjourned subject to the eall of the
Chair.

[Whereupon, at 11:47 a.m., the subcommittee adjourned subject to
the call of the Chair.]




EQUAL EMPLOYMENT OPPORTUNITIES IN CURRENT
DRUG ENFORCEMENT AGENCIES

THURSDAY, MAY 10, 1973

House oF REPRESENTATIVES,
SuBcoMMITTEE No. 4 OF THE
COMMITTEE ON THE JUDICIARY,
Washington, D.C.

The subcommittee met, pursuant to call, at 10:10 a.m., in room
2226, Rayburn House Office Building, Hon. Charles B. Rangel, pre-
siding.

Present: Representatives Edwards, Drinan, Rangel, Wiggins, and
MeClory.

Also present: Representative Conyers.

Staff members present: Alan Parker, counsel; Ruth O. Robinson,
assistant counsel; and Michael W. Blommer, associate counsel.

Mr. Raxger. The Civil Rights Oversight Subcommittee of the
Committee on the Judiciary will come to order.

We are pleased to have with us this morning Mr. Vernon D. Acree,
U.S. Commissioner of Customs, Department of Treasury, and Mr.
Myles J. Ambrose, Special Assistant Attorney General, Director of
the Office for Drug Abuse Law Enforcement in the Department of
Justice and Special Consultant to the President for Drug Abuse Law
Enforcement.

Mr. Acree’s Federal career began in 1937, with his employment as a
messenger with the Department of Treasury. He has subsequently
worked his way up and across a number of career ladders. During
World War 1I, he served in Germany with the U.S. Army’s Criminal
Investigation Division and subsequently he organized the security
force which combated graft and corruption in Marshall Plan assistance.
He fulfilled a similar assignment as Chief Security Officer for the
Economic Stabilization Agency during the Korean war. He has
served as an Assistant Commissioner of the Internal Revenue Service
and on May 2, 1972, was sworn in as the U.S. Commissioner of Cus-
toms. He has received several career service awards.

Mr. Ambrose, who I understand will be testifving after Mr. Acree,
was born in New York City and is a graduate of the New York Uni-
versity School of Law. He has previously served as an assistant to the
Secretary of Treasury. From 1960 to 1963, he was executive director
of the Waterfront Commission of New York Harbor and later he
served as chief counsel to the New York State Joint Legislative Com-
mission for Study of the Alcoholic Beverage Control Law. He is a
former Commissioner of Customs and in January 1972 was appointed
to his present position by the President of the United States.
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The Civil Rights Oversight Subcommittee has undertaken a review
of equal employment opportunity available within the several drug
fighting agencies. With this objective in mind, last week this sub-
committee heard testimony from Mr. John Ingersoll, Director of the
Bureau of Narcotics and Dangerous Drugs. Today we are anxious
to receive testimony from Mr. Acree with regard to equal employment
opportunity available in his Bureau and from Mr. Ambrose regarding
the Office for Drug Abuse Law Enforcement. Further, we are especially
interested in the manner in which the President’s Reorganization
Plan No. 2, with its proposed Drug Enforcement Administration,
will affect equal employment opportunity and we look to the Presi-
dent’s Special Consultant for Drug Abuse Law Enforcement, Mr.
Ambrose, to supply the subcommittee with this information.

The entire committee and this subcommittee welcome both of you
and I understand that Mr. Acree will be testifying separately and then
Mr. Ambrose to follow.

Do you have a prepared statement, Mr. Acree?

TESTIMONY OF VERNON D. ACREE, U.S. COMMISSIONER OF CUS-
TOMS, DEPARTMENT OF THE TREASURY; ACCOMPANIED BY
JAMES KEENER, DIRECTOR OF PERSONNEL, BUREAU OF CUS-
TOMS; AND RECTOR SMITH, EQUAL EMPLOYMENT OPPORTUNITY
OFFICER, BUREAU OF CUSTOMS

Mr. Acree. Mr. Chairman, we have a prepared statement that we
sent to the committee yesterday or the day before yesterday.

Mr. RanceL. I see. I believe the members have a copy of your
statement. If you would like to read from it, you may. If you would
like just to highlight a part and then we will put the entire statement
in the record, it will be so ordered.

Mr. Acree. Thank you. I would prefer that we put the entire
statement in the record, if you please, and permit me some time, then,
to highlight some of the major and/or more significant factors in-
volved in the Customs program.

Mr. RanceL. Very good. So ordered. You may begin when you
want.

[The prepared statement of Mr. Acree is at p. 52.]

Mr. Acrei. Thank you, Mr. Chairman.

First, let me tell you that I appreciate the opportunity to appear
before this committee to outline the Customs program in the equal
employment opportunity area and some indication as to what I
believe as to its effectiveness.

First of all, I would like to mention an observation which I made
immediately upon my appointment as Commissioner of Customs
a year ago. 1 found that the Customs Service had already assumed
a positive program posture in this area which had been increasing in
effectiveness for approximately 5 years. Coming aboard as Commis-
sioner of Customs, I held extensive briefing sessions with each of the
program managers and it was through that device and subsequent
contacts, observations, and briefings that I keep abreast of what is
going on with reference to the total Customs program.

I found that Customs already had, when I came aboard, an ongoing
system of program planning, implementation, and evaluation, Customs
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had established a fiamework for special recruiting efforts for minority
group candidates and for maintaining contacts with community
organizations.

Our offices in the nine Customs regions—Boston, New York,
Baltimore, Miami, New Orleans, Houston, Los Angeles, San Francisco,
and Chicago—had been and indeed still are conducting equal oppor-
tunity seminars for supervisors as well as maintaining positive contact
with community organizations. The most noteworthy progress I
found was the steady, onward, year-by-year increase in the number
of minority group employees on our rolls. The trend and results of
our policy, 1 believe, can be measured in the accomplishments that
I will now mention.

For example, the employment of blacks in the U.S. Customs
Service increased 118 percent.

Mr. Raneen. Would you give us numbers?

Mr. AcreE. From 550 to 1,400 between 1968 and 1974. This, Mr.
Chairman, is in contrast to the 69 percent overall rise in the agency’s
total enrollment.

The agency’s total employment during the same period, 1968 to
1974, increased from 8,000 to 13,500 persons.

Employment of Spanish-surnamed employees in the same time-
frame, 1968 to 1974, more than doubled, from 350 to approximately
900.

Of the aggregate personnel strength in U.S. Customs about 14
percent of our 13,500 personnel are minority employees.

In casting this in somewhat different perspective, the percentage
of total Federal jobs held by Spanish surnamed employees in January
1974 was 4.9 percent of the total Federal employment. The Customs
figure would be 4.7 percent of our personnel.

The percentage of jobs held by Negroes in the Federal work force
as of that same date was 15.1 percent. The Customs figure was 9
percent.

I think, too, that I might mention in that regard that Customs
has relatively few blue-collar workers and the total Government
figure includes the Postal Service, too, so that there may be some reason
why, in a total way, the measurement of the 9 percent in Customs
would not be exactly in terms of the proper relationship of blacks to
total employment.

Mr. Ranger. I did not understand that. I am terribly sorry.

Mr. Acreg. Let me go back, sir. I said that the percentage of total
Federal jobs held by Spanish-surnamed employeesin the entire Federal
employment force was 2.9 percent in January 1972.

Mr. RancEiL. I understood your statisties, but you mentioned there
were no blue-collar jobs in the Customs Burean.

Mr. Acrek. Yes. I mentioned that in the light of the fact that the
Customs employment of blacks, 9, as opposed to the total Federal em-
ployed force of 15, was low. And I was indicating that the reason for
the higher Federal fizure, that it does include all blue-collar workers
and workers in the Postal Service and the like, where there is a very
high percentage of blacks employved, pointing out, sir, that we do not
have a large number of that kind of employment in Customs; that is,
blue collar or wage board.

Mr. Raxeen. Where is the bulk of your minority employment in
Customs?
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Mr. Acrig. The bulk of our minority employment in Customs is in
the inspector, import specialist ranks, Customs inspectors, and import
‘h]]f‘l ialists.

Mr. RanGiL. Would it be these forces that you just mentioned that
“ou]c] be joining in with the Bureau of Narcotics and Dangerous
Drugs in order to abide by the President’s wishes?

Mr. Acrer. Mr. Chairman, no, sir. Those forces would stay with
Customs and would continue to be a part of the Customs operation.
The Organization Plan No. 2, sir, envisions transferring only our agent
personnel, criminal investigative personnel to the new agency.

Mr. Rancer. The thrust of these hearings is equal employment
opportunity in connection with the pmpm(-cl Drug Enforcement Ad-
ministration and the combining of drug-fighting agencies is under one
umbrella. So that, if you could direct your remarks to that part of
vour office which you expect to be transferred in this merger, it would
allow us to deal with those issues.

Mr. Acree. All right, sir.

I had a number of other points.

Mr. R \‘\'{;1»‘1“ I did not me: n to interrupt.

Mr Acreg. Then, I will pick up on the point you mentioned.

Mr. H.\l\r'F,[,. If you can highlight the particular issue upon which
the subcommittee is focusing, it will be appreciated.

Mzr. Acgreg. I certainly shall. I might point out that along with the
increases statistically that I have already cited, during the same
period minority group persons moved into such supervisory posts as
District Directors, Division Directors, and numerous other significant
positions within the entire Customs Service.

Another important aspect of our ongoing program involves training
and development and upward mobility. These areas have also been a
consistant part of our activity for at least 5 yvears. We are at this
moment developing, I guess, for a more comprehensive upward
mobility program m order to improve our implementation. These
gains in U.S. Customs reflect the agency’s efforts to assure equal
employvment opportunity under Executive ()ulm‘ 11478.

\n are prese nll\' implementing new requireme m 3 in the EEO area
imposed by the Equal Opportunities Act of 1972. Indeed, we will
devote 15 man-years to this program in fiscal year 1974 as against 4
man-years dedicated to this effort in 1968.

The key elements in the Customs program are the development of
action plans for headquarters in Washington, and in each of our nine
regions, continuing emphasis on recruitment, upward mobility and
utilization and training, complaint handling and program evaluation,
communication in all aspeets of the programs, the supervisors, em-
plovees and new 'H]Jlt-\nr s by means of specis al issuanc es, employee
publications .m:l lh:' mass media.

A number of other fac tre-..a, we feel, should be considered in evaluating
the total customs prwj . First is the general decline in total Federal
employment, coupled with ) the budget squeeze, the mandate from the
I)v]m[ nent to attempt to absorb 600 customs security officers and
skv marshals, who are being phased out by Executive order, Reorgani-
zation Plan No, 2 of l‘iT“, which is currently under consideration by
the Congress, and which, if implemented, will result in the loss of over




500 customs agents and support personnel to the proposed new agency
in the Justice Department.

Concurrently, this plan envisions the absorption of about 1,000
immigration personnel into customs.

I might mention, too, that some negative reaction to recruitment
for investigative personnel among minority groups does exist and we
might discuss it further, Mr. Chairman.

Mr. Rangen. What is the starting salary, Commissioner?

Mr. Acree. The starting salary is a grade 5 level.

Mr. Raneer. How much is that? You may be able to help me before
the day is out.

Mr. Acres. $7,694.

Mr. RangeL. That just about equals the poverty level of the Presi-
dent’s programs.

Mr. Acree. And then, of course, there is the compelition on college
campuses for graduates by private industry and other governmental
agencies.

So far as the program within Customs is concerned, I can assure
you and the committee that during my tenure as Commissioner I
personally intend to see that Customs maintains a positive effort thus
}nr put forth in equal employment opportunity. Frankly, I see no
reason why we, as a major Federal bureau, cannot continue to train,
hire, and promote in an affirmative manner and improve even further
our image as an equal opportunity employer. It is my responsibility
under this program to assure every employee and applicant that his
or her chances of being promoted or hired, whichever, will not depend
upon some extraneous factor such as race or sex.

I have sent out several messages concerning our program responsi-
bilities to all of our employees, managers, and supervisors in Customs.
Indeed, it is not a new message. It is a continuation of a positive
program effort as I indicated at the outset that I found when I came
there and I do believe in terms of the statistics that I have cited has
been, overall, most beneficial.

Mr. RangeL. Thank you, Mr. Commissioner.

Mr. Edwards, our chairman.

Mr. Epwarps. Thank you, Mr. Chairman.

How many people are going to be transferred over to the proposed
Drug Enforcement Administration, Mr. Acree?

Mr. Acrer. Mr. Edwards, this figure in exact terms is presently
under study by OMB to determine in terms of customs resource
exactly what will go to the new agency—both personnelwise and
resourcewise.

Our computations at this point suggest it will be, so far as agent
personnel, e¢riminal investigators are concerned, somewhere in the
neighborhood of between 500 and 600,

Mr. Epwarps. Are they all male?

Mr. Acree. We have not identified, sir, the individuals that will go.
Now, in the makeup of the total work force currently still with
Customs, we have some female special agents, criminal investigators.

Mr. Epwarps. Are these all special investigators who are going to be
transferred?

Mr. AcreE. Yes, sir, special agents.
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Mr. Epwarps. What is their pay scale?

Mr. Acreg. Their pay scale would extend from grade 5 through
grade 15, the total pay secale of criminal investigators in Customs. Lt
will be a proportionate share or percentage, rather, of each of those
grades that will move.

Mr. Epwagrps. Did you notice the article in the newspaper this
morning referring to the problem in the Marshal’s office at the Depart-
ment of Justice where the Justice Department’s Civil Rights Division
issued an order requiring that 18 percent of the supervisory positions
within the Marshal’s office be held by minority members? What per-
centage of your supervisory positions do you think are held by minori-
ties? They are generally grades 9 to 13.

Mr. Acreg. I am sorry, sir. I do not have that fizure immediately
available. However, we will be pleased to provide it for the record.

Mr. Epwarps. Do you know approximately how many people you
have in grades from 9 to 137

Mr. AcreE. Are we speaking, sir, for clarification, of the overall
Customs Bureau?

Mr. Epwarps: The whole Customs Service.

Mr. AcreE. I am sorry, sir. We do not. We will provide it for the
record.

Mr. Epwarps. It probably is around 700 or 800, according to this
minority group statistic chart of yours. That is, the total personnel in
grades 9 to 13 for criminal investigator. Of the 700 or 800, according to
this chart, approximately 15 are black.

Mr. AcreiE. We have those figures, sir. We will give them to you in
just a minute. My two operators are computing them.

Mr. Epwarps. Thank you.

Mr. Ranein. Mr. Wiggins?

Mr. WigGins. Thank you, Mr. Chairman.

I read your prepared statement, sir, and it is evident from that state-
ment and the attachments thereto you are making a genuine effort to
recruit minority employees into the Service and that you are attempt-
ing apparently in good faith, to implement all Presidential guidelines
and directives to that end,

The fact remains that those efforts have not been crowned with
shining success, have they, in terms of the total numbers. I refer now
to criminal investigators only.

Mr. Aoree. Criminal investigators only.

Mr. Wiceins. Yes. I have before me a chart apparently prepared
by vou labeled ‘“Minority Group Statistics.”

I' am going to refer, for the purposes of my question, only to the
city of Chicago, which is on page 4 of that document.. Yon furnished
the subcommittee with statistics indicating that Chicago is a city of
approximately 3,300,000 persons, of which 1,100,000, or approxi-
mately one-third, are black. The statisties for Chicago with respect
to criminal investicators indicate that there are mo black -eriminal
investigators in Chicago out of a total work force there in this cate-
gory of 97. Are my statistics correct?

Mr. Acrer. Your statistics are correct, sir, and I will certainly
stipulate so far as the criminal investigator area in Customs is con-
cerned, the track record is bleak.
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Mr. Wicains. All right, Now, I am willing to accept at face value
the good faith efforts you have made to recrnit minorities, but the
record indicates that at least insofar as Negroes are concerned in
Chicago, you have been unsuceessful. Would you tell the subeommittee
why vou have been unsuccessful?

Mr. Acres. Mr. Wiggins, 1 cannot respond in an accurate way
due to the fact that in the last 14 months we have not attempted to
hire any criminal investigators, because of the ceilings, and so forth.

I think we would have to go back into the last several years of
recruiting efforts and employment programs, and frankly, when 1
was appointed Commissioner of Customs in May of 1972, I took the
position essentially that rather than attempt to go back and find out
the reason, not only in answer to the question that you have asked,
sir, but to many others, that I would be more concerned about what
occurred from May 1972 onward.

Mr. Wiceins. I'can understand that.

Mr. Acreg. If I may, sir——

Mr. McCrory. Will the gentleman yield?

Mr. Wicains. Of course.

Mr. McCrory. When we were discussing the subject with the head
of the Bureau of Narcotics and Dangerous Drugs it was brought out
that criminal investigators there were preferably black if they were
working in a balek area. I just wonder what do the eriminal investi-
gators in Chicago do? Are they principally at O’Hare Airport?

Mr. Acreg. No, sir. They would be throughout the entire Chicago
region, not just at O'Hare Airport. They would have a variety. of
duties to perform as customs special agents.

Mr. MeCrory. Would they be investigating, conducting criminal
investigations in the black area of Chicago?

Mr. Acrer. They would be conducting eriminal investigations in
the black area of Chicago, Detroit, and other cities that are within the
customs Chicago region.

Mr. McCrory. Does that impair the criminal investigation when
you have all white investigators charged with investigating in the
black neighborhoods?

Mr. Acree. Again, sir, I have projected my response on what has
occurred since May 1972. If I can go back into 32 years experience in
the enforcement and investigative area, I would indeed agree, Mr.
McClory, with your observation. In the agencies that I have been
associated with prior to coming to Customs I think that you can make
a very valid point, that to do a proper job of enforcement, to do a
proper job of any kind of public contact, you necessarily must field an
all-American team, if I can express it in that sense.

Mr. WicGins. Mr. Acree, what are the educational qualifications
for & new incoming criminal investigator?

Mr. AcreE. The criminal investigators that come into Customs and
the other Treasury enforcement agencies enter via the Treasury en-
forcement agent examination. This is an examination set up by the
Clivil Service Commission, administered essentially by Treasury for
the employment of special agents.

The Treasury enforcement agent register is used to fill Secret Serv-
ice, alcohol, tobacco, and firearms, customs special agents, Internal
Revenue special agents, Internal Revenue inspectors, and the entire




38

spectrum of 1811 series, criminal investigator jobs throughout the
entire Treasury Department.

The requirement for an individual to be eligible to take that exam-
ination essentially requires a college education. However, I cannot say
off the top of my head, but there is a provision for the substitution of
some work experience in lieu of the educational requirement so that an
individual can have a combination of both education and experience
and be eligible to take the Treasury enforcement agent examination.

Mr. WiGeins. Is the examination a written examination?

Mr. Acree. The examination, sir, is a written examination.

Mr. Wicains. Who prepares the examination?

Mr. Acreg. The Civil Service Commission.

Mr. Wicains. Would it be possible for you to obtain a copy of the
examination which all applicants take in order to qualify and submit
that to the subcommittee, with the Chairman’s permission?

Mr. Acree. The Director of Personnel suggests that the Civil
Service Commission, sir, would probably be asked to rule on that, as
to whether making a copy of the examination available would com-
promise the test.

Mr. RanGEL. Subject to their ruling.

Mr. Acreg. Fine, sir. We would be pleased to do that.

Mr. RaneeL. And would you please, if they rule adversely, send a
copy of the ruling to us?

Mr. Acree. We will do that, sir.

Mr. Wicains. Are there any physical requirements apart from edu-
cational attainment in order to take the test?

Mr. Acree. Yes; there are such as I cite. Some of the services of the
Treasury Department, Secret Service as an example, require 20-20
vision, not corrected by glasses. Other of the Treasury enforcement
agencies, and I think including Customs, do provide some waiver for
eyesight and other physical impairments.

Mr. Wiceins. Is there a height limitation?

Mr. Acree. No, sir; there is not.

Mr. WiGeins. Is there a weight limitation?

Mr. Acreg. No, sir.

Mr. Wigerns. Is there a sex limitation in any way as far as you
know?

Mr. Acreg. No, sir; there is no sex limitation.

Mr. Wicains. Have you seen one of these examination blanks or
applications?

Mr. Acreg. Not in many years, sir.

Mr. Wigeins. Prior to taking the examination, I gather that an
applicant fills out in writing an application; is that right?

Mr. AcreE. Yes, sir: he does.

Mr. Wigarns. Is that done also at the Civil Service Commission?

Mr. AcreE. Yes.

Mr. WiGains. Mr. Chairman, T would like our record, if you agree,
to include a copy of the application which the applicants must com-
plete in order to qualify for the examination.

Mr. Ranger. Certainly, you do not need Civil Service permission
for that.

Mr. Keexer. That is correct. The application is primarily just a
background of the person’s education and work experience to tell if
he would qualify for the position if he passed the exam.
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Mr. WiGcerys. I understand, but subject to the Chair's ruling, I
think it would be helpful to our record if we had a copy of the form to
be filled out.

Mr. RaxgeL. I coneur.

Mr. WicGins. Does the applicant fill out that form in person?

Mr. Acrig. The applicant fills out the form in person. As a matter
of fact, the Treasury enforcement agent brochure is a very attractively
prepared one. It is distributed on the campuses of most of the colleges,
universities, if not all, and is made available to all of the recruiters
both at Civil Service and at the Treasury Department. And in it is
merely a small yellow card, Mr. Wiggins, that the prospective appli-
cant completes mails in, then, to the Civil Service Commission. He
is-advised then by the Civil Service Commission as to where and when
he may take the examination.

Mr. sENER. That is correct.

Mr. Wicains. If the application on its face reveals no impediment
to the man taking the examination, is there some further screening
that occurs between the completion of that application and the taking
of the test?

Mr. KeeNER. There is no sereening by the Civil Service Commission.

Mr. Wicarns, All right. Now, let me pose a hypothetical case,
that a convicted narcotics felon possessed the requisite apparent
qualifications, filled out an application, and was apparently qualified
to take the test. Do I understand you to say that he could take that
test?

Mr. Keexgr. Yes; he could take the test and receive a rating.
Then it would be the obligation of the hiring agency to verify the
employment, the experience, and do a background investigation to
see if he is qualified for the position.

Mr. Wigcins. Would the gentleman identify himself for our
record?

Mr. KeeNer. James Keener, Director of Personnel, Management
Division, Bureau of Customs.

Mr. Raxcer. If it is more comfortable, you can sit with the
Commissioner.

Mr. Wicains. Are prospective criminal investigators completing this
application at the present time or have you closed the field?

Mr. Acree. No. There are prospective criminal investigators taking
the examination.

Mr. Keexer. I believe that in most parts of the country the exami-
nation is closed now because the registers are so full but there are, I
think—the Boston area, for instance, is still giving the exam.

Mr. Acreg. The registers are full and hiring is nominal.

Mr. Wiceins. I understand.

Now, let us assume for the purposes of our question that we get
to the point where the application has been completed, that the
applicant has been permitted to take the test and he takes the test.
What happens then? Does the Civil Service Commission grade this
test in some way?

Mr. Keexer. That is correct. They would grade the examination
and give the applicant a score. ;

Mr. Wigains. Is there any subjective judgment that enters into
the score or is it mechanically graded?
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Mr. Keengr. I think it is a purely mechanical test that is graded
by an TBM machine.

Mr. Wicains. Now, let us further assume that a given applicant
has taken the test and has met the requisite minimum score or exceeded
it. At what point does human judgment enter into the hiring of a
given individual?

Mr. Keener. When we had vacancies to fill we would ask for a
register of eligibles from the Civil Service Commission. They would
certify to us those people who had passed the examination, listing
those people who had the highest score first in rank order. Depending
on how many vacancies we had, then we would schedule interviews
with the individuals to determine their interest in the job and they
would be evaluated on the basis of the interview to determine their
ability to meet and deal with people, their convictions about the
type of job that they would be hired for, and so forth.

Mr. Wiaains, Well, T think the commiitee recognizes that you
cannot remove the human judgment area in the hiring of a given
individual. It must come into play at some point. But that is not my
yoint. Right at the final act here prior to hiring, I take it there must
ye some sort of background screening.

Mr. Kepengr. Yes, sir. If they are then identified as the best candi-
date on the register, then a background investigation would be
initiated.

Mr. Wicains. Well, now, let us suppose that it is a questionable
case. You have five or six highly qualified people. At that point if one
or more of those fall into a minority category, are they given preference
or priority in the hiring?

Mr. Keener. I think that we try—if there were people of equal
caliber, we would try to bring in the minority candidates because of
the need for minority candidates in the work force.

Mr. Ranger. Will the gentleman yield?

Mr. Wicains. Surely.

Mzr. RanGEL. Is there any written policy to that effect?

Mr. Keener. No.

Mr. Smita. Not precisely on that point, sir, no.

Mr. RaxaeL. Would the gentleman identify himself?

Mr. Surrir. Rector Smith, Equal Employment Opportunity Officer,
Customs.

Mr. Ranager. I yield.

Mr. Wicains. Well, now having discussed this with you for a
moment or two and perhaps refreshed your recollection, I want to
go back to the basic question. Why areé not there more blacks in
Chicago? What is your judgment on it?

Mr. Acree. My judgment on it, based on an extensive review with
my associates at Customs when I found exactly what it is that you
are referring to, Mr. Wiggins, and other areas with equally as poor
track records, was that they had made an effort, that they had been
to colleges, been to universities, and had sought to recruit minority
types for the criminal investigator positions.

Maybe Mr. Smith could add some further comments in that regard.

Mr, Smrra. Mr. Chairman, the results of most of the recruiting
efforts have been that in contacting black students on the campuses,
it was found that as a rule, they did not want to attempt to get into
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law enforcement occupations. Exactly why this is I have not quite
decided, but I feel that it is related to some social manifestations
of long standing.

I found myself on recruiting visits, for example, that I could not
generate, any interest in the area of law. enforcement when 1 would
go to a college and talk to students. In fact, I have seen examples.
of our own recruiting booth, for example, being passed up completely,
with absolutely no interest, not only in law enforcement, but in an
inspector, import specialist, or whatever occupation we were willing
to discuss.

Mr. Wicains. One final question, Mr. Chairman, and then, of
course, | shall yield.

Do you mamntain statistics relative to the number of minority
personnel who make application as a percent of the total applicants?

Mr. Keener. We have not maintained statistics because there are
so. many but we haye made studies where we have asked for, on a
particular register, the number of minority candidates interviewed,
certified and mterviewed, and the results.

Mr. Wicains. Well, let me tell you what I am getting at, and I may
not be asking it precisely. What I would be interested to know 1s
whether approximately the same number of minorities come out at
the end of the pipeline that enter it or if the screening process, perhaps
unintentionally, weeds out minorities. That is what I am trying to get
at. Can you shed any light on that?

Mr. Acree. Would you have any observations?

Mr. Kee~Ngr. I believe I could perhaps partially answer that, at
least. There is a tendency. I believe, in the process to find that there
is a higher percentage of minority candidates, once they are brought
in for the interview process and find out about what the job is, who
will decline and indicate that they are no longer interested in the
position. But I think of those who indicate that they are interested,
the percentage of minority candidates on the register as compared with
nonminority would—the percentage of those hired would be about
approximately the same.

Mr. Wigains. Well, have your studies produced some written
confirmation of that statement?

Mr. Keener. I do not believe we have anything in writing at this
time. The last study that we did was about, I think, 2% years ago
when we were doing some heavy recruiting.

Mr. Wigains., Thank you, Mr. Chairman.

Mr. RangeL. Father Drinan.

Mr. Drinan. Thank you, Mr. Chairman.

Let me speak about the Boston situation. First, there is an error
here in the population statisties. There really are not 641 million
people living in Greater Boston.

Mr, Wicains. It just seems that way.

Mr. Drinan. That is right. If so, we need some more Congressmen.

Mr. Acreg. Our statistic

Mr, Drinan. Yes, sir; right here. I cannot figure out what it would
mean. In any event, Boston, New Orleans, and Chicago are lily white
according to your statistics here and I raise the same question that
Mr. Wiggins raised. When you opened your testimony I was relatively
impressed that you had 1,200 out of 14,500, which is almost 10 percent
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of the population, but then in the one breakdown you give us here
that is totally unrepresentative. There is only—well, the figures here,
the minority people, 1,943. So, do you have a breakdown now for
Boston, for example—in the nine Federal regions, do you have a
breakdown of minority employment for all of the other categories?

Mr. Smita. No; we de not have available today—we do not have
a breakdown of all the other categories but we could furnish it.

Mr. Drinan. Well, then, may I ask why did you put forward this
one which is not representative?

Mr. Acrre. This one was requested, Congressman, by the com-
mittee, specifically, I believe the week, before last, in this specific
category of employee.

Mr. Drivan. All right. T think that we should have, for a balanced
presentation, therest of the categories, and so on. I would be particularly
interested in how many blacks and Spanish speaking vou have in the
Greater Boston area. But that is my only question, Mr. Chairman.

[ commend you for the efforts you are making and I would be in-
terested in secing the overall because I am sure it would be more
representative than this.

Thank you very much.

Mr. RangeL. Thank you.

Mr. Smith, how many people are employed by you as Director of
Equal Opportunity?

Mr. Swita, My staff consists four, Mr. Chairman. However, we
have equal opportunity officers in each of our nine regions who are
my counterparts in the field.

Mr. RaxgeL. Well, do you cover the criminal investigator category
on a nafional level?

Mr. Smrrw. T do.

Mr. RANGEL. So you cannot have too many counterparts in this
area because we would have more blacks than we have now.

Mr. Surra. Well, how do you mean, sir?

Mr. Ranaen. Well, what do you see your duties as being for the
Customs?

Mr. Surra. To assure that an equal employment program is ef-
fectively carried out.

Mr. RaneeL. And how long have you been employed by Customs?

Mr. SmitH. Seven years.

Mr. Ranger. How do you respond to the questions that Mr. Wiggins
was asking relative to the hiring of minorities as criminal
investigators.

Mr. Surra. Well, T go back to my previous comment, that one of
the problems in locating minority group persons for this particular
Job category is definitely the lack of desire to get into the law enforce-
ment field.

Mr. RangerL. This view is not commonly shared by other recruiters
from law enforcement agencies, is it?

Mr. Suxra. Well, such as what type?

Mr. Ranger. Such as the New York City Police Department.
It has waiting lists of blacks.

Mr. Syira. Well, T could not answer to that. I do not know what
experience they have had and I do not know where they recruit.

Mr. RaxaeL. Do you have conferences with your counterparts in
other law enforcement agencies?
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Mr. Smita. Noj; I do not.

Mr. Raxgen. Well, you do not think that these black college
graduates might be influenced by your starting salary, rather than a
philosophy that is supportive of law enforcement?

Mr. Swrra. I think they are very much influenced by the starting
salary. In fact, that has been another of our problems and that is that
the starting salary which is dictated by the Civil Service Commission
and the structure of the job is below the starting salary that most
graduates can get in any other industry, in private industry, rather.

Mr. RaxgeL. Do you think if your siarting salary were higher that
it might pierce the antilaw enforcement philosophy which you be-
lieve to be prevalent among black students?

Mr. Swirs. I think it would help. I do not think it would be the
sole answer. Some people will not try to get into a job category where
they have to carry a gun and wear a badge.

Mr. RaNGEL. So what have your efforts been to overcome these
obstacles as they relate to the criminal investigators? Do you have a
program or any suggestions that you have submitted?

Mr. Smira. Well, our continuous effort is to iry to locate candidates
through a number of means, not only through the normal recruiting
such as going to colleges but by word of mouth, by trying to get those
who are already on board to contact someone whom they may know
who might be interested and could pass the TEA.

Mr. Ranger. Does your office or does the Office of Personnel have
the responsibility for focusing in on minorities and bringing them in?

Mr. Smrrn. Well, it is a joint responsibility. We share that respon-
sibility. It is primarily my responsibility to see that the effort is made.

Mr. Ranaen. Now, are you satisfied with the effort that has been
made?

Mr. Syrra. I do not think I would ever be satisfied with the effort.
I feel that we could always do more. It is just & matter of finding the
opportunity, the right location, people interested, and so forth.

Mr. Acree. Mr. Chairman, if I may, Mr. Smith whom I knew in
Internal Revenue, performed most effectively there before he went to
Customs. Indeed, I was delighted to find him at Customs when I
arrived on the scene last May and I am aware of his great effort in
this regard which was singularly more difficult some 10, 15 years ago
than it is today, and Mr. Smith’s track record, if you will, in the area
of equal employment opportunity and working with and through and
in those programs indeed is exemplary,

I think, except in the job category of criminal investigator that we
are talking about essentially here, that the statistics which 1 cited at
the outset of my comments really bear testimony to the effort Mr.
Smith has made in his capacity as Customs Equal Employment
Opportunity officer.

Going on, if I may, sir, in the discussion I had when I found out
these figures I frankly was as appalled as I am sure most of you
gentlemen are.

Mr. RaNGeL. You mean you just found out when we asked you to
come here?

Mr. Acree. I was not aware. I was aware of the overall record of
Customs. When I got into the equal employment opportunity pro-
gram and on the basis of the uvemlll record, 1 thought it was extremely
good. As Mr. Smith says, however, anything can be improved. I was
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not aware, frankly, until these statistics were provided this committee,
of ‘the low employment level of minority people in our criminal
investigative force.

Mr: Ranger. Well, I do not want to take anything away from Mr.
Smith's efforts, but, Mr. Smith, were you aware of this statistical data?

Mr. Smrra. I have been aware of the fact that we have been very
low in the 1811 series since before I came to Customs, but I have been
also making sure of two things. One is that the efforts were genuine
and were being made to locate minority group people, and second,
that the opportunity to hire at any time was not being passed up,
and once you do these two things effectively, and you still cannot
come up with minority group people, there is not much left for you
to do.

Mr. Ranger. It just seems to me, Mr. Smith, that one thing that
you would have to do is bring this to the attention of the Commis-
sioner of Customs.

Mr. Smita. Well, now, let me explain that. The fact that the
Commissioner was not completely aware of this particular job category
does not. mean that someone else in the organization who had authority
to make a change or whatever was not aware of it. The Assistant
Commissioner for Investigations who is directly in authority over the
criminal investigator is and has been aware of this situation and he
and I have discussed it many, many times. In fact, I did not feel that
it was necessary to request any specific action from the Commissioner
on this because we were handling the situation completely as best we
could.

Mr. RanceL. Well, if we did not have the type of leadership that
we do have at Customs and you were just an equal employment
opportunity officer reviewing a firm in the private sector, might not
you believe that you were dealing with a racist corporation given the
minority group statisties which are before us?

Mr. Smita. If I did not know, I would probably assume that.

Mr. RangeL. Now, if we start from that assumption, what efforts
have you made that are written that would eliminate the presumptions
which one gets from this chart which I have?

Mr. Smrra. Well, one effort is recruiting.

Mr. RanaeL. Is 1t your responsibility to go out and recruit?

Mr. Smrra. No. It is not my responsibility to go out and do the
actual recruiting but on some oceasions I would go out to make sure
or just observe to see how our efforts are being conducted.

Mr. Ranaer. Who has the responsibility to recruit minorities?

Mr. Surra. Well, recruiting is a personnel management function.
Generally, it falls entirely under the l’ursmmul Management Division.

Mr. Rangern. May I ask you to respond?

Mr. KeenER. Yes. We have done a number of things in order to
identify minority candidates. The certificates of eligibles on the
Treasury enforcement agents’ examination have themselves a very
low percentage of minority candidates. A couple of things we have
tried to do to get around this situation is we have Customs patrol
officers and Customs security officers who would have an opportunity
in Customs to move into agent positions. We can recruit these people
at the grade 4 level.

Mr. Rancer. How much does that pay?

Mr. KEENER. $6,882.
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Mr. RanGeL. $6,000

Mr. KeeEnER. $6,882 a year to start.

Mr. RanGen. And how long would they have to be in grade 4
before they would be eligible to become an agent?

Mr. Keener. They would have to be a grade 4 for 1 year before
they would be eligible for the next level of grade 5. Now, they could
move up in these positions to grade 9 without moving into the agent
position.

Mr. RaxgeL. But since it is the agent position which is crucial, I
assume that more attention would be given to trying to get qualified
people into the eriminal investigator’s status.

Mr. Keexer. That is correct. This is, as I say, the reason that we
went to the grade 4 level, because we found that there were more
minority group candidates on the junior Federal assistants examina-
tion which we use at the grade 4 level.

Mr. RangeL. You do not have to be a college graduate for that
level.

Mr. Keexgr. That is right. You have to have either 2 years of
college or 2 years of work experience and the work experience, sir,
is general, whereas for the criminal investigator position you have
to have eriminal investigative experience.

Mr. Rancer. Well, what I am trying to find out is how many
eligibles do you have now at the grade 4 level that could transfer, if 1t
were possible, to criminal investigator status?

Mr. Keener. We now have about 150 minority group candidates
in the CSO, CPO fields that conceivably could be selected for agent
positions.

Mr. Acree. If T may interrupt, sir, these are the kinds of positive
things that essentially have to be done to bring into the ranks of the
criminal investigative 1811 series minority types. As I said, I have been
in this business many years and I can tell you just from my own ex-
perience that there is a validity to that which Mr. Smith is saying, that
this is a job category that a minority type that is able to get himself
through college essentially does not aspire to. He has opportunities
beyond that both in terms of salary and in terms of opportunity in the
private sector, and 1 think you cannot lock yourself or should not lock
yourself into any set of pro forma programs. It takes more imagination,
more innovation, in an effort to do the kind of thing that the Director
of Personnel, Mr. Keener, is speaking to.

In addition, very frankly, I have engaged in some proselytizing. I have
been able to attract from local police departments by virtue of having
agents that worked for me in other agencies in the past, and I have
become aware of a bright, capable, energetic, ambitious minority
type, and do an effective job of siphoning them off from a local police
department, be it New York, Washing'ton, D.C., or elsewhere.

Mr. RaNGEL. Wait & minute, Commissioner. How much siphoning
can you do from New York for $6,800?

Mr. Acree. There comes a break-even point.

Mr. RangeL. Are you saying that you have been successful in
recruiting black policemen from the city of New York to Customs?

Mr. AcrEE. Not to Customs; no, sir. I mention this in connection
with agencies I have been employed with in the past.

Mr. RangeL. Oh.

Mr. Wiggins.

07-789—73—4
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Mr. Wicains. Mr. Keener, what is the racial composition of your
group of 1ecruiters?

Mr. Keexer. We use, when we go out in the field, a team generally
of recruiters. I am really not sure of the racial makeup of our recruiters.
I am really not sure of the racial makeup of our recruiters in the field
because I have not met them in person, but we have asked that when
they go out that if there is not a minority member who is a personnel
person, that they bring along with them minority employees who are
either inspectors or import specialists or whatever type of position it
is that they are recruiting for as part of the recruiting team.

Mr. RangeL. Do you specifically recruit for criminal investigators?

Mr. KeeNEr. Myself?

Mr. RanageL. Not you personally, but T was trying to establish who
had the responsibility for recruiting. I understand it is you.

Mr. Keexer. That is correct.

Mr. RangeL. Now, I cannot understand that vou do not know the
ethnic background of recruiters. Can you identify recruiters in your
Department?

Mr. KeeNer. Do you mean by that

Mr. Raxcer. Do you know to whom you have assigned recruitment,
responsibility?

Mr. KEENER. Yes.

Mr. Raneer. Who would that be:

Mr. Keener. Well, we have a group of people in the Bureau
headquarters who are responsible. Then we have a personnel office in
each one of our regions with a personnel officer and staff.

Mr. RanaerL. When last were you in touch with your personnel
officer in the Boston area or in Chicago.

Mr. KeeNer. On an almost daily basis.

Mr. Ranger. What particular problems are they having in Boston
and Chicago in terms of getting black agents?

Mr. KeeNER. As Mr. Acree pointed ouf, we have not hired any
agents for approximately 14 months from the field in these areas.

Mr. Raxcer. Well, if there were some basic thrust, do you have
any flexibility under the new reorganization in terms of hiring?

Mr. Acree. No sir. We are not hiring at all.

Mr. Raxcen. What about all of these exempt positions? Do you
have any special positions that are exempt that you can hire without
going through the process you explained to Congressman Wiggins?

Mr. Keengr. We have authority to hire 25 schedule A positions for
the investigative field.

Mr. RaNeeL. Have any blacks been hired?

Mr. KeeNeR. Yes; but not in the past year.

Mr. Rancen. Well, if you agree that having a law enforcement
agency reflect to some extent the ethnic composition of that com-
munity in which you are attempting to enforce the law, and since we,
laymen, believe that the criminal investigative staff really reflects the
effectiveness of an agency which is a line law enforcement agency, then
it seems as though your Department is being adversely affected by the
restrictions that you have on you in connection with your ability to
recruit Americans to reflect what America looks like. More impor-
tantly, I assume where your agents are dealing in narcoties trafficking
that you find yourselves in the inner cities of our United States and
for reasons which we all know those inner cities are basically black.
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I just cannot conceive how you can fulfill vour national mission with
a task force of 1,800 agents, which certainly has a fine reputation in
terms of effectiveness and integrity, and then tell the Nation that of
this number 19 are black. I just do not understand it.

Mr. Acree. Nor do 1, sir.

Mr. RanaeL. Now, that being the case, since hoth you and I are
confused about why we have this very, very low number, and now we
have a proposed merger with the Bureau of Narcotics and Dangerous
Drugs, which has almost the same problem, can you identify those
500 or 600 agents who will be transferred to this new organization?

Mr. Acree. This is in the process of being worked out now, Mr.
Chairman.

Mr. RanaeL. Now, the President has asked us to affirm his proposal
by not opposing it. And we cannot find any body that is able to tell us
exactly what will be the composition of the personnel with this new
organization. Obviously, you cannot because you have not even
identified yet the personnel that you may be losing.

Mr. Acreg. Only in terms of numbers, sir.

Mr. RaxaeL. Mr. Ingersoll said that he was not called into meetings
where this new organization was being discussed, so, therefore, he did
not have any knowledge and he would not know what is geing to hap-
pen until it was done. Then, he would receive directives. Has the
administration been kinder to you? Have they asked your opinions
about the new Federal drug-fighting agency?

Mr. Acres. In advance of the reorganization plan submitted to
Congress I attended one such meeting for approximately an hour and
a half.

Mr. Rancer. Was that it?

Mr. Acreg. That is it, sir. I have subsequently after the plan went
forward, however, in terms of what the new agency was going to do,
what was geing to be transferred from Customs, what was going to be
transferred to Customs, have participated in any number of meetings
and deliberations in that sense.

Mr. RanGeL. Have you participated in the selection of the personnel
to be transferred?

Mr. Acreg. No, sir. We have a factor that we are using and that is
50 percent or more of an agent’s caseload would identify, then, that
person to transfer to the new drug agency.

Mr. RanaeL. I do not understand that.

Mr. AcreE. If an agent has a caseload of narcotics cases exceeding
50 percent of his total assigned caseload, then he would transfer to the
new Drug Enforcement Administration, and we have been making
those cmnf)utnt.ions and it does come out approximately 600 agent
personnel based on a workload factor.

Now, we have not gotten into the personal identification as to those
agents. We are in the process of doing that now.

Mr. RangeL. Do you support the merger?

Mr. Acreg. I support the merger in view of the fact that the Presi-
dent is attempting to put together under one roof the total drug
enforcement and intelligence effort, and I think that this has to have a
total salutary effect, sir.

Mr. Rancer. Did the President seek your advice prior to his
directive?

Mr. Acreg. No, sir, he did not.
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Mr. Ravger. Do you know anybody with whom the President has
consulted before he came to the conclusion that it would be more
effective to merge?

Mr. Acrer. Based on the meetings that I referred to, I would
certainly believe that he consulted with the Director of OMB.

Mr. Rancen. Well, it seems to me that OMB is actually the most
important factor that this subcommittee should be considering in terms
of what this new organization is going to be. Is that true?

Mr. Acreg. I would say so, sir, yes.

Mr. RavaeL. Is OMB more important than the Bureau of Narcotics
and Dangerous Drugs, the Office of Drug Abuse Law Enforeement, and
Customs in effectuating the merger?

Mr. Acrei. But again, sir, this is their role, to define resources,
and to effect the reorganization merger of Government funetions,
Government agencies.

Mr. Rancirn. But, would you like more flexibility in terms of your
regulations so that you counld get on with the business of hiring minori-
ties and becoming more effective, especially in this area that we are
talking about today?

Mr. Acregr: I would, Mr. Chairman. I might mention that we did
have one problem area that was identified by our own personnel as
well as Members of the Congress in San Ysidro, Calif., having to do
with @ problem situation which I referred to in my opening statement
and we did, having once been made aware of the program, mowve in
a very positive way, defused-a very difficult situation, toned down the
emotions, developed an action plan, hired about 40 Spanish-American
inspectional personnel, opened up a dialog with the Spanish-Amer-
ican community representatives there, and I am convinced that there
is no problem that is insoluble.

Mr. Wrcerns. May I ask a question?

Mr. Ranaer. Yes, Mr. Wiggins.

Mr. Wiccins. Referring to: your: just completed statement, and
your statement that you hired 40 Spanish-speaking personnel in the
San Ysidro area, were these eriminal investigators?

Mr. Acreg. They were not, sir. They were inspectional personnel.

Mr. Wiaains. How were you able to select a racially identifiable
group without discrimination as to all others?

Mr. Acres. Mr. Keener.

Mr. Keenxer. We identified the problem in San Ysidro, finding
first of all, the people coming across the border; 70 percent of them
speak Spanish, some of them Spanish exclusively.

The makeup of our customs mspector force at the time was about
4 or 5 percent Spanish surnamed. There had been a number of inci-
dents of problems and we determined that we needed people who were
bicultural and bilingual that understood the problems of the people
and could speak. their language, and on the basis of this we went to
the Civil Service Commission and got selective certification and were
able; through a number of recruiting scurces, to identify highly quali-
fied people.

Mr. Wiaains. Explain this selective certification process you just
mentioned.

Mr. Keever. A test was developed to determine that a person was
not only bilingual, but bicultural, that they had an understanding of
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the Mesican culture and the problems and this sort of thing. On the
basis of this we were able to identify people who had this mix.

Now, during this recruiting we did select non-Spanish people who
were also bicultural and bilingual but we also were able to select 40
Spanish surnamed people.

Mr. Wicains. I am sure there is statutory authority to do what
you in fact did or you would not have done it. The Civil Service Com-
mission has the power under the law, as I understand it, to identify
a certain racially identifiable group if there is a special need to recruit
and hire that group, is that true?

Mr. Keener. No. They did not say we could hire a certain racial
group. They said that we could hire people who were bilingual and
bicultural. However, there could be non-Spanish pecple who meet this
requirement and might be in a highly qualified group and if they were
the person with the high score they would have to be selected or an
objection made to them that would be upheld by the Civil Service
Commission.

Mr. Wicains. Then your application form, quite apart from the
test that was given, contained the request for information with regard
to the bicultural background of the applicant and perhaps his bilingual
capabilities, is that right?

Mr. Keexgr. That is correct

Mr. Wicains. And that was a factor which weighted in his favor
in terms of being hired? Is that the way it worked?

Mr. Keexer. The Civil Service Commission had to certify these
names to us., The person had to pass a test that would assure the
Civil Service Commission that they were indeed bicultural and bi-
lingual, that they understood the problems of the Mexican-Americans,
and there were a number of questions about the society in general,
the problems, the unique problems they might face, the holidays.

Mr. Wicains. My next questions are obvious, I am sure I am
almost tempted to say why not without asking the question; but if
you can do this in San Ysidro and you in fact did it to meet that
problem, why can you not do it in Chicago to meet your problem there?

Before you respond I am not so sure I would approve of it, I want
you to know. I think the obligation of the government is to hire
without reference to color, sex; and other nongermane factors. But if in
order to perform your job effectively it is necessary to give special
recognition to certain special qualifications as you did in San. Ysidro,
then I see nothing offensive to the Constitution personally in—in fact
doing it.

Now, you have not taken that kind of initiative anywhere in the
country with respect to blacks; have you?

Mr. KeeEnNER. Since that time the Civil Service Commission dis-
continued the use of the examination. We no longer can use the
bicultural examination. We can still request on the bilingual status but
not bicultural.

Mr. Wicains. Now, why would they drop a requirement which was
apparently eminently successful in helping you perform your mission
in San Ysidro? Do they do so at your request?

Mr. Keener. They did not at our request, no, sir. As a matter of
fact, we would like to have kept it.

Mr. Wicgins. Well, Mr. Commissioner, I would say that you might
profitably spend some time with the Civil Service Commission to find
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be applicable in San Ysidro, I suppose since the law has not been
changed so far as I know, they may have similar flexibility in other
areas if you can demonstrate a need in order to discharge your mission
to give special preferences to those with speeial qualifications.

Mr. Acrek, I will follow through on the observation. Mr. Wiggins.

Mr. Ranger. Counsel may inquire.

Ms. Rosinson. Yes. I would like to inquire as to the name of the
assistant director in charge of investigations.

Mr. Acreg. Harold Smith.

Ms. RoginsoN. And what is his ethnic backeround?

Mr. Acreg. Caucasian.

Ms. Rosivsow. Now, I would also like to ask with reference to your
regional commissioners, are they all male and all white?

Mr. Acreg. They are all male and all white; yes.

Ms. Rosinson. With reference to EEQ officers for the various
regions, we have Mr. Smith here and we have ascertained his ethnic
background. With reference to the others in the regions, could you
provide me with their sex and race?

Mr. Acree. Do you have that available?

Mr. Smrra. I can; yes.

Mr. Acrer. Yes; we certainly will.

Ms. Rorinson. Now, I would also like to inquire as to whether or
not they are all full time?

Mr. Smira. No.

Ms. Rosinson. How many are full time and how many are part
time? What is the percentage for part time EEO officers?

Mr. Saarn. Over the nine regions we have set up so farf’our full-
time positions and we have five remaining as part-time positions and
we are presently in the process of finding a means to make all of our
EEO officer positions in the regions full time.

Ms. Roeinson. Now, those who are currently part time—what
percentage of their time is devoted to equal opportunity work?

Mr. Smrra. Well, this particular point is one of our main problems
in implementation and the fact is that because of their other duties.
they are unable to devote sufficient time to the equal opportunity
program. So I would estimate that they probably spend no more than
10 percent of their time on equal opportunity.

Mr. Drinan. Is that 10 percent?

Mr. Smrra. Ten percent; yes, sir.

Ms. Roninson. Now, just one final question. You indicated in your
earlier testimony that there were, I believe as you phrased it, certain
social manifestations that prohibited the effectiveness of your re-
cruitment of blacks in law enforcement areas.

Mr. Surra. That is correct.

Ms. Rosinson. I am wondering if you have found social mani-
festations that prohibit your recruitment of women in law enforcement
areas and if you have, would you deseribe them for me?

Mr. Smrra. Well, until very recenily the Civil Service Commission’s
own requirement—own standards—would not allow females to take
the position of criminal investigator.

M[s. Rosinson. How recent was that? When did that change?

Mr. Keexer. I believe just about a year ago. I do not have the
exact date.
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Mr. Ranger. Let me interrupt. Do you find this same philosophy
prevailing in the Spanish-speaking community in connection with the
attitude toward law enforcement?

Mr. Smrra. I would say from my own observations not as prevalent,
Not as prevalent. But it does exist.

Mr. Ranger. But you have had some dramatic successes with
Spanish-speaking people.

Mr. Smita. But that was not in the 1811 series. Those successes
are in the inspector—Customs inspector series.

Mr. RangeL. Was any recruitment made for Spanish surnamed in
the criminal investigations?

Mr. Smitn. Yes. There has been when we were in the recruiting
posture.

Ms. Rosinson. There was a latter part to my question. If you have
found these same social manifestations in terms of recruitment of
women, what has been their nature?

Mr. Surra. I have not yet had an opportunity to observe any such
thing. Our recruiting of women has been very, very minimal and those
that we have hired have been through some very limited recruiting
efforts, T would say. That is, hired as criminal investizators.

Mr. Rosinson. Thank you.

Mr. RanNGEL. Are there any other questions? So the questions we
asked really are moot. You cannot hire, you cannot recruit, vou cannot
do anything. You are stuck with these statistics until somebody gives
you some flexibility.

Mr. Acree. I might add, if T may, Mr. Chairman, in response to an
earlier question, that in grades 9 through 13, we have 7,617 employees,
626 of whom are minority; 275 black, 280 Spanish, 64 Orientals, six
Indians, and one lone Eskimo.

Mr. RanceL. Sir, does your agency have an affirmative action
program?

Mr. Acree. Yes; we do, sir, and I think it is reasonably well spelled
ouf, Mr. Chairman, in my statement that I filed with the committee,
I think that is a fair statement.

Mr. RanGeL. Does that not provide for severe penalties il an
agency does not meet—I dislike the expression—for lack of a better
word, quotas. Certainly, in the private sector there are penalties.
Obviously, you could tell the Government that you cannot affirma-
tively act because you cannot hire.

Mr. Suita. Do you mean, sir, as far as setting these—we call them
goals. ¥

Mr. RanGeL. Good. Tell me what the goal is for the eriminal
investigators. That is all T want to know.

Mr. Surra. Well, the principle of the plan is that you will only set
a goal which you are sure you can accomplish.

Mr. RanceL. What is your goal?

Mr. Smrra. In the area of hiring 1,811 investigators we did not set
a goal.

Mr. Ranesr. Thank you. It just borders on being unbelievable.

Thank you for taking time out to join us. I am certain that the
committee agrees that you are doing all that you can do with the
severe restrictions under which you have to work, but to law enforce-
ment people, it certainly looks as though it really limits your effective-
ness in the particular area that we are concerned with today.
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Thank you for taking time out to be with us.

Mr. Acreg. Thank you, sir.

Mr. Rancer. If you have any ideas about what legislation the
committee can offer that would be of some assistance to you, please
do not hesitate to forward it to the committee.

Mr: Acreg. Thank you.

[The prepared statement of Mr. Acree follows:]

StATEMENT OF VERNON D. ACREE

Mr. Chairman and members of the Committee:
I appreciate the opportunity of appearing before you today to present a review
of the Customs Service’s Equal Opportunity Program and its effectiveness.

GENERAL STATEMENT

First of all, T would like to mention an observation which I made immediately
upon my appointment as Commissioner of Customs over a year ago. I found that
the Customs Service had already assumed a positive program posture which had
been Increasing in effectiveness for approximately five years.

I found that we already had an ongoing system of program planning, implemen-
tation and evaluation. We had established a framework for special recruiting ef-
forts for minority group candidates, and for maintaining contract with community
organizations.

Our offices in the nine Customs Regions (Boston, N.Y., Baltimore, Miami, New
Orleans, Houston, Los Angeles, San Francisco, and Chicago) had been and still
are conducting equal opportunity seminars for supervisors, as well as maintaining
contact with community organizations.

The most noteworthy progress I found was the steady year-by-year increases
in the number of minority group employees on the rolls. The trend and results of
our policy ean undoubtedly be gleaned from these figures. From 1968 to 1972, for
example, total Customs employment rose from about 8,000 to 13,500, At the same
time, employment of Spanish-surnamed persons increased from 350 to around 900,
while emplayment of black persons rose from 550 to 1,200. Along with these in-
creases were corresponding increases in the level of responsibility of jobs held, and
grade levels, During this period, minority group persons moved into such guper-
visory posts as district directors, division directors, and munerous other significant
positions,

Another important aspeet of our ongoing program involves training and develop-
ment, and upward mobility. These areas also have been a consistent part of our
activity for at least five years. We are at this moment, developing ideas for a more
comprehensive upward mobility program in order to improve our implementation.

We are presently attempting to equip our organization to earry out new program
requirements imposed by the Equal Epportunity Act of 1972. We expect to devote
about 15 man-years and related expenses to equal opportunity in fiscal 1974, com-
pared to about 4 man-years in 1968. This manpower will be used to develop and
carry out all aspects of the action plan. Although we can show progress as a result
of our efforts, there is considerable work still before us.

Our system for handling complaints of discrimination has thus far proven ef-
fective, i.e., in the sense that the investigative process produces the facts in a case
so that a decision can be reached. Recent changes in the law have required, among
other things, a limit on the length of time for processing a case at the Bureau level.

An expanding work force, especially during the past four years, has placed a
steadily increasing workload on our equal opportunity staffs in headquarters and
field offices.

Thus far T believe we have fought a successful battle toward eliminating dis-
crimination from our work scene. I can assure you that the effort must continue.

EEO ACTION PLANS

As it stands now, the most important document concerning equal opportunity
in government is the action plan. To meet this requirement, we have developed
plans for our headquarters office and each of our regions. Each plan is tailored to
meet the specific needs of that geographical area which it covers. Copies of these
action plans and other documents were sent to the Committee a few days ago.
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Almost all of our equal opportunity activities during the coming fiscal vear
will work toward implementation of these action plans, Major areas include
recruiting, upward mobility, utilization and training, complaint handling, and
program evaluation. As required, each plan consists of objectives, designations
of responsibility, and target dates. It is the responsibility of each named individual
to see that his or her assigned part of the plan is achieved. An increasing amount
of manpower has gone into the development of action plans within the last year
compared to previous years. The basic research has been time-consuming. How-
ever, the time has been well spent. Experience has shown that the plan imple-
mlenteci in a given year provides the basic structure for the succeeding year’s
plan.

When completed, each plan is signed by the principal field officers in the area
thereby giving the plan their full support and fixing responsibility.

RECRUITING EFFORTS

We have had since 1967, a framework for contacting minority group candidates
through special recruiting efforts. Since that time and for equal opportunity pur-
poses, our regional offices have maintained contact with minority group colleges;
colleges with smaller minority group enrollments; women's colleges; and with
community organizations which may help us to locate minority group and female
candidates. Representatives from Customs participate in job fairs, career days
and similar activities in making contact with colleges.

In addition to the on-site efforts just deseribed, much use has been made of
ethnic newspapers in some cities, special summer employment programs, and
temporary employment.

Recruiting in the areas of Texas and southern California has been focused on
locating Mexican-American candidates. This has been a concentrated effort since
1969 and has produced many good results. For example, as of December 23, 1972,
there were 235 or 289, Mexican-American employees in our Houston region out
of a total of 845. Of this 235, 137 were at GS-9 or above. Of this 235, 42 were
female with 13 being GS-9 or above.

Another successful recruiting effort has been in the San Diego district of our
Los Angeles region. Between November 1972 and February 1973, special recruiting
steps were taken in the San Diego district to increase the number of Mexican-
American inspectors on the border at the port of San Ysidro. This effort came in
the aftermath of extensive probing of conditions at San Ysidro by members of
Congress, local community groups, and our own staff people. The objective was
to improve the public image of Customs at the border, reduce the number of
confrontations and incidents between citizens and Customs employees, and to
Ilelievc the overburdened inspectors who were working as much as 17 hours per

ay.

We allocated 35 new inspector positions for this purpose, with the special
provision, which was clearly dictated by existing conditions, that these positions
be filled with bi-cultural, bi-lingual Mexican-American candidates. This was done.
Iam (lulcusr_-d to report, that these affirmative actions have already been recognized
as indicated in the Chula Vista Star News which I would like to make a part of
the record. As a result of our suceesses in Texas and California we have been able
to maintain an effective 16-Point Program.*

The growth of the Customs Service between 1969 and the present greatly
expanded our recruiting activity. For the next fiscal year, recruiting for entry
level positions will once again assume a low key stance because of the necessity to
absorb about 600 Customs Security Officers whose positions are being phased out.
However, recruiting visits to minority group, as well as other colleges, will be
continued as a means of maintaining community contacts, public relations, and
keeping communication lines open for future recruiting.

In the hiring and promotion of women we have also had some noteworthy
successes. Especially noteworthy are breakthroughs in occupations rarely if ever
held heretofore by women. These occupations include special agents, sky marshals,
patrol officers and inspectors, Correspondingly, grade levels of women are also
rising (one recently promoted to a GS-15 level at Headquarters.)

UTILIZATION OF SKILLS AND UPWARD MOBILITY

The headquarters training branch has recently set into motion some signif-
icant efforts. The branch initiated beginning shorthand and typing classes for any

*The 16-Point Program is a program especially designed to promote the employment and
utilization of Spanish-surnamed individuals.
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employee who had a desire to acquire these skills, This is a solid first step toward
establishing the type of formal training needed for upward mobility.

SPECIAL EQUAL OPPORTUNITY TRAINING FOR SUPERVISORS AND MANAGERS

This is a program area which cannot be too greatly emphasized and promoted.
Supervisors and managers have long since been recognized as the key to a suc-
cessful program. This point has been stressed regularly in Customs since 1966
and undoubtedly is the reason for the widespread acceptance which we enjoy.
Equal opportunity is standard subject matter in all supervisory training courses
which are conducted periodically, as well as complete 2-day seminars for super-
visors which deal specifically with program effectiveness and the responsibility
of the supervisor. {

I issued a statement to all supervisors on March 26, 1973, urging that they
familiarize themselves with coming activities contained in the action plan, and
emphasizing that their efforts will again be the focal point of the program.

A very sensitive point in our action plan is the requirement that supervisors be
evaluated, among other factors, on their performance, under the program, and
counseling for those who appear to be ineffective. At the same time, another
sensitive point is the requirement that recognition be given those who contribute
notably toward the program. Some awards have been given.

COMMUNITY CONTACTS AND EFFORTS

Almost all of our field offices are involved in making and maintaining com-
munity contaets in various ways, either directly or indirectly. Directly, contacts
are made by the field official or a representative making actual visits to a com-
munity or organization, or perhaps appeating on a local radio or television show.
Indirectly, contacts are made usually in a joint effort with other Federal agency
officials in the same community. This is usually done through local Federal
Executive Boards and associations.

Our Field officials have been informed that their efforts may likely include such
contacts as involvement in fair housing activity, especially as it may have an
effect on the availability of housing for minority group employees moving into an
area.

INTERNAL PROGRAM EVALUATION

At least once each yvear the entire program in each region is evaluated by the
equal opportunity officer. These are essentially self-evaluations as they are made
from within rather than by a visit from_headquarters. Each specific action item
of the plan is reviewed and its status determined. Statistical data such as, the
number of minority group and female accessions and promotions for the period
covered are collected and analyzed.

The evaluation reports are always forwarded to Customs headquarters for
further review, analysis, and corrective measure by the usual opportunity staff
and the Personnel Management Division.

The process of evaluation, review and correction is one of the most eritical
aspects of the entire program as far as maintaining a positive stance is concerned.
Feedback obtained from evaluations enables us to make necessary adjustments
which in turn help to assure maintenance of a positive program.

Other means of evaluation is accomplished by visits of the headquarters equal
opportunity staff and the Personnel Management Division to the field. These
visits are especially effective since they result in firsthand on-the-scene reviews
and ean be followed up with immediate corrections if Necessary.

DISCRIMINATION COMPLAINT HANDLING

The handling of complaints of diserimination in Customs has been a very active
function over the past four years, In that time, we have handled dozens of formal
or written complaints and informal or verbal complainis, In fact, during one
twelve-month period in 1970 and 1971, our equal opportunity staff processed some
35 formal cases. This was an unusually high number and is attributable to the on-
rush of hiring that was associated with the sky-marshal program and the hiring of
new inspectors. The disposition of a majority of the eases resulted in findings of
no discrimination. A few resulted in a finding which required a correction of
management practice. One or two resulted in a diserimination finding and were
also corrected.
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An important part of our system for processing complaints, which is now re-
quired by law, is the use of equal opportunity counselors who must attempt to
negotiate an informal settlement of the complaint before the case becomes formal.
Experience now reveals that counselors have been highly effective in that probably
half of the complaints initiated have been settled at the informal stage. We now
have approximately 50 counselors throughout the Service.

All counselors are full-time employees in some other position such as inspector or
import specialist and assume the counselor duties as an addition.

After a case is investigated, our equal opportunity staff and Personnel Manage-
ment Division often share the responsibility of analyzing and formulating correc-
tions as necessary. Final decisions on diserimination cases are made at the De-
partmental level. We have decided to hire two full-time investigators for the Equal
Opportunity Division. We believe that an investigator whose primary mission is
equal opportunity investigations will be able to develop a great expertise in this
area, Security and Audit investigators will be available to provide backup support
when necessary.

For a number of years, we had part-time equal opportunity officers in our re-
gional offices who performed their equal opportunity duties as a representative of
the regional commissioner, while their primary duties were in some other organiza-
tional area. In matters relating to this program, they reported directly to the re-
gional commissioner, while in their normal duties they reported to their usual
supervisor. As the program has grown, as Customs has grown, and as program
responsibilities have become more and more complex, the job has far outgrown
the part-time role. We have recognized this and have set about to remedy the
situation. We now have four regions with full-time equal opportunity officers
authorized, and expect to establish the other five in the near future,

The names of all equal opportunity personnel have been and will continue to be
publicized to all employees in Customs. This includes counselors and equal op-
portunity officers alike.

The Treasury Department level has primary responsibility for the processing of
complaints and for making final deeisions as necessary on all complaint cases. The
Department also monitors our progress on cases and requires that a status report
be submitted to them on a monthly basis.

PROGRAM COMMUNICATION

In order to assure that all employees in Customs are awsre of all aspects of the
equal opportunity program, all new employees are given an orientation package
which includes information on policy and program procedure. For employees
already on board, information is disseminated on a regular basis. This is don e by
issuances such as those signed by the Commissioner (See attached issuance of
Mareh 26, 1973); by Customs Today, our Service magazine; by the Equal Employ-
ment Reader, a collection of equal opportunity articles which are assembled and
distributed; and by any number of miscellaneous documents and publications as
they are received.

CONCLUSIONS

In coneluding, Mr. Chairman, I would like to state that I can assure you that all
aspects of the equal opportunity program will be adhered to conscientiously in
Customs and that we will maintain a positive, results-oriented program.

[From the Chula Vista Star-News, Chula Vista, California, Feb. 11, 1673]
UNBOTTLING

To the U.S. Bureau of Customs for its plans to end the Tijuana border bottle-
neck by opening six new gates in May and vastly increasing its personnel.

The new plan, increasing the number of gates from 18 (only 15 now operable
beeause of construction) to 24, will enable customs agents to handle more people
in less than half the time it now takes.

The number of inspectors will rise from 86 to 113—including, we are pleased to
note, many more bilingual Mexican-American and women inspectors. One can
already see more brown faces, and the first females, manning border stations. There
also apparently has been a sharp drop in incidents involving alleged abuse and
discourtesy by border inspectors, particularly abuse directed at minorities.




56

Many of these reforms can be credited to Mexican-American activists who
exposed the abuses, and to the prompt manner in which Customs officials in
Washington reacted after border maltreatment became the subject of congres-
sional hearings.

As a result, the busiest border erossing in the world, entrance to the land of the
free, no longer is to many a trial by ordeal.

Tue DEPARTMENT OF THE TREASURY,
Bureauv or CustoMms,
Washington, D.C., March 26, 1873.
To All Customs Supervisors:

Over the past few vears, Customs has been able to maintain the posture of
being an equal opportunity employer in all aspeets of employment. We have
been able to -maintain this posture mainly because supervisors and managers
have put forth a sincere effort to make equal opportunity a sucecessful reality.

With recent passage of the Equal Employment Opportunity Act of 1972, we
are now situated on the threshhold of an even greater endeavor in equal oppor-
tunity. Again, as in the past, the main focal point of the program will be the
efforts coming from supervisors and managers. Some of the mechanies of the
program you will be eoncer ned with in coming months are action plans, seminars
upward mobility and goals and timetables. I urge you to familiarize yourselves
with these activities.

On February 5, 1973, an equal opportunity seminar was held in New York,
Region 11. The group was addressed by Judge Samuel R. Pierce, General Counsel
for the Department of the Treasury and also Director of Equal Opportunity.
Judge Pierce’s remarks, a copy of which is attached, were very impressive and
very well received and quite well sets the pace for us to follow.

Verxon D. AcrEeg,
Commaissioner of Cusloms.
Attachment.

Remanrgs oF SamuveL R. Pierce, Jr.

Regional Commissioner Boyett, Guests: I am delighted to be with you this
morning. It is especially wonderful to be with you at a eeremony where my friend
Jack Sable, Commissioner of the New York State Division of Human Rights,
paid tribute to this Customs region and to Commissioner Boyett for your special
efforts and programs to promote equal opportunity.

You know as well as' I how often we only hear of the gripes, and how infre-
quently, if ever, do we hear about the high regard people and organizations have
for the things we have tried to achieve. Good news is rarely the headline.

But, in dealing with human relationships and equal opportunity, too often we
only hear about the grievances, about the wrongdoings and about the acts of
diserimination,

True as these reports may be, I wonder why we cannot begin talking more
about the positive achievements . . . about the things that have been done
to assure people a “fair shake” on the rungs of the ladder of equal opportunity.

People are imitators. We emulate one another.

If we can get to the point as people and as managers of talking and of acting
positively—in acting enthusiastic about important programs like equal opportu-
nity—then just imagine how this might pyramid:

Employees and minorities will have hope—
Employees will be happier—

Managers will be happier—

Minorities will be happier—

We will have a stronger organization. We will have a better esprit de corps.
And, we could be deserving of and receiving many such honors as have been
bestowed on vou today.

I am delighted to be with you today for another important reason. When
I was invited to speak, I was told that Fred Boyett had set forth a conference
plan to meet with his regional managers and superyisors. I was also told that the
purpose of the conference was to instill and assure a greater awareness of the many
manifestations of the Government's Equal Employment Program. Most im-
portant, too, I was told that Commissioner Boyett wanted to get together with




you to assure that all were aware of your official and personal responsibilities in
seeing that the Customs Equal Employment Program might move along a clear,
undetoured route to the goal that there can and will be real equality of oppor-
tunity and practice in every phase of the operations of this Customs region.

I hope my few remarks will help set the course of equal opportunity a little
straighter.

I hope that I can remove a few ‘“detours” on the route to that course—and I
hope that I can add a little ““octane power” to the fuel that Commissioner Boyett
has already used in filling the “tanks’ of each of us as the speedy vehicles for this
course of travel.

During today’s session, the Civil Service Commission representative will be
talking about the requirements of equal opportunity based not only on the
President’s Executive Order, but under the requirements of the Amended Equal
Opportunity Act of 1972. This will deal with recruiting, testing, out reach commu-
nity activities and the meaningfulness of your Affirmative Action Plan.

All T want to say about this now is that Treasury has a very fine and compre-
hensive plan and that I believe we should be doing many things in equal employ-
ment that we are not doing today. And if we do all the things we should be doing,
the inspections you will have by the Treasury Department and by the Civil Serv-
ice Commission will find you in good stead.

1 have observed from your program that you will be talking about plans for
:1{1immt.i\'e action. You will be talking about your own plan and the Treasury’s

lan,

T would like to share with vou some of my thoughts on affirmative action plans.
First of all, let me tell you that Treasury has had an excellent affirmative action
plan for'the last few years. But I'am afraid a lot has been *“ paper plan”. I am afraid
that unless somebody bugs somebody, many good things in any plan may get put
to the bottom of the big pile on our desks,

But I am more particularly concerned that our employees have not always been
aware of our interest in them, of our interest in their upward mobility or of our
interest in assuring that minorities knew that we wanted them to get a fair shake
in getting hired, in growing on the job, in getting promoted or in whatever clse
comes with getting a fair shake as a Treasury Department employee.

This past fall, T told my staff that I wanted t-‘le new affirmative action plan
to be drafted for my signature and the signature of Secretary Shultz. Permit me
to'let vou in on something. My staff drafted up a plan and knew that we would
not rubber stamp and sign it. A good plan was developed and I was willing to
sign it, but when T'met with Secretary Shultz, he said some very impressive things
to me. What he said made me withhold officially finalizing the Department’s plan
because it really made such good sense.

Secretary Shultz told me that in the few months that he was at Treasury, he
had observed that there had been some real strides by Treasury and its Bureaus
in the vital area of equal opportunity. Then he said, “You know, it is very im-
portant that we tell our employees that we think we made progress and that we
really and truly intend to work hard to improve our present equal epportunity
posture.” He then said to me, ““You know, when I sign this plan, I want to use it
as an oceasion to tell every single employee in Treasury from the top down exactly
where I stand on this important matter. I am going to do that even if I have to
send a letter to every employee in the Department.’’ Secretary Shultz also told
me that he intended to let all employees and managers know about his personal
concern to provide opportunities for all and for their upward mobility,

Right now, plans are being made to develop innovative upward mobility efforts
that should lead to self-development and job enrichment opportunities for many
of our employees.

The Secretary and I hope that as training and selective development offerings
are made that we will have found another undetoured route to promote ability
and job enrichment.

These things and concerns of Secretary Shultz and myself were included in the
revised Department action plan. Every employee has been advised by letter and
other devices of the Secretary’s concern in these matters,

All of this is fine, but what happens in implementing these things is another
story. I could be operating the finest restaurant in New York City and I could be
employing the best available chefs and using the finest quality of food. What may
be coming out of my kitchen might be the finest any patron could want to partake
of, but if any waiter or waitress is serving this product sloppily, or with the “I
don't give a damn about it attitude”” the best of my work is wasted. All I would
know are the dissatisfactions.




The same applies in dealing with our employees. If, as managers and supervisors,
we ignore the basic intent of our official policy and pre gram, then that’s what our
em{)lu_\'ees are going to know and gripe about.

Managers and supervisors are the keys to effective equal employment oppor-
tunity doors.

Managers and supervisors counsel employees and those working with them on
how to achieve management objectives and a very important management
objective is equal employment.

Managers and supervisors have frailties. But managers and supervigors cannot
afford to exercise poor judgment in dealing with personnel responsibilities. It we
do, then we are likely to exercise poor judgment in dealing with our technical
responsibilities or our dealings with the public.

Maybe I can put it differently. We need to regard overselves as trustees of the
Federal Government. We are trustees of the merit system. We are trustees for
the Bureaun of Customs and the Civil Service Commission.

I personally don’t think that the Government should tolerate acts from those
of us in management and supervisory capacities who abuse the authority given
us when we require an employee or an applicant to meet. certain social and color
requirements as a matter for consideration of employment, training and promotion.

I am tremendously impressed that in this region of Customs, there have been
some outstanding activities which have been undertaken in the past couple of
years.

I am aware of the splendid liaison and continued contact you have with the
Commonwealth of Puerto Rico’s Department of Labor, with the Urban League,
with the NAACP and with various neighborhood groups and with minority-
oriented organizations whose constituents need to know about Customs, who
perhaps can help you find the kind of people you need to carry out your important
mission.

There has been some evidence of upward mobility within this region and this
is impressive. For example, I observed that over the period from November 1971
to 1972, that there are about 65 jobs now held by Blacks who have been up-
graded . . . when I observe that there are 58 minorities in Grade 9, I want yvou
to know that I am aware this is 16 more than a year ago. There are 4 more Grade
6's, 6 more Grade 5's and 24 more Grade 4’s than a year ago.

I wish we could say that more Blacks and Spanish are in Grade 13 and above.
As we move to implement upward mobility and job development programs
with those minorities who are already in the mainstream of our Department, I
want to tell you that if we sueceed—in any Bureau—I believe it will be in Customs.

I need not tell you that Customs management has made it very clear that it
means to assure that everybody who works for Customs will gef a fair shake,
that if he or she is trainable, training will be offered and if promotable, a Customs
employee will be promoted. In my judgment, this Customs region can set the
best of examples.

Commissioner Acree is one of the fairest, hard-hitting managers in the Federal
Government. He has demonstrated time and again that he believes that the
mission can be managed only insofar as Customs has the best employees possible.
I think he is one man who won’t tolerate mismanagement when it comes to
carrying out and implementing equal employment. opportunity. I ean say the
same for Commissioner Boyett and for the many who serve under his leadership.
Hopefully each of us will be able to measure up to the standards these men have
set. If we can, we will eliminate many of our problems.

Minorities, be they Black, Spanish or Oriental—ethnie groups—Jews, Italians
or women, all of these “MINORITIES”—have got to be included on the ., daily
calendar of activities of equal opportunity.

Are we recruiting minorities and women at various colleges and high schools?
More important, do these schools know what kind of jobs we have and what
we are looking for?

Have we made sure that our recruiters are giving information that conveys
our search for women and minorities?

Are minorities and/or women being provided with the opportunities to get a
“erack” at the top level jobs for training, for job rotation in our special programs?

Lastly, I would like to urge vou as managers to recognize the need to encourage
those who work for you that his or her efforts need to be pursued to excellence.
If our employees deserve a pat on the back, give it to them.

If our employees have done something in his or her field of work that is worthy,
they should be given due recognition for their accomplishments.
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Managers are quick to report for recognition those who are in volved in safety
programs and perhaps effective cost reduction or the introduction of a new
system. All this is fine, but isn’t the effort I am deseribing just as worthy of
recognition and, perhaps, even more so? Recognition of this kind of achievement
means that we see better morale which leads to a better job in earrying out our
mission and every other worthy symbol we recognize,

I have been back with the Federal Government only a few vears and I have
a deep concern that there has been a change in this country since having left
the Federal establishment earlier after the Eisenhower Administration.

When 1 left the Federal Government several years ago, I was impressed that
the Federal Government was the “pacesetter” in equal employment for all
employers in this vast United States. The Government was in the business of
minority employment, and business and industry were not really too involved.
The Government was setting the stage and business was urged to stop diseriminat-
ing to begin hiring and using minorities.

Well, in the last 10 or 15 years things have changed. The business community
is far ahead of Government in executive development for minorities. Govern-
ment ean provide the kind of corrective action to catch up and to provide the
actions and incentives that will serve in the best interest of minorities and women
to move into the mainstream of employment and all that goes with it . . . the
chance for dignity . . . the chance for promotion 8

- . . and the chance for helping
the Government do what is expected of it in the finest of WAYS.

—

Tae DEPARTMENT OF THE TreasURY,
Bureau or Cusrowms,
Washington, D.C., Oclober 25, 1972.

Subject: Personnel; Iqual Employment Opportunity; Addendum to EEREO
Affirmative Action Plan,

References: EEO Act of 1972 (Public Law 92-261, March 24, 1972). Federal
Personnel Manual, Part 713.

1. PURPOSE
To provide details and guidance to Customs employees with respect to the

development and implementation of the EEO Affirmative Action Plan. This
issuance also serves as an addendum to the Action Plan in regard to Objective VIII.

2. BACKGROUND

The basic action plan for the Bureau of Customs has been developed and

distributed fo each Regional office for the purpose of further refinement and
tailoring to meet specific local needs of field offices,

Close adherence to action plans will be required henceforth as a result of the
Equal Employment Opportunity Act of 1972 and pending Civil Service Com-
mission regulations. Further program evaluations which are also required, must
reflect detailed information as to the effectiveness and success of the office in
meeting action plan objectives. On site program evaluations will be conducted
by headquarters or Department EEO personnel as needs are determined.

3. IMPORTANT CHANGES AND SUPERSEDED MATERIAL

Objective VI, item 1., is changed to read as follows:

1. “The program will be evaluated annually.”

Bureau Circular PER-16-EEQO, dated May 8, 1970, is hereby superseded. As
a result, please note that semi-annual summary of program activity (due May 31)
is no longer required.
Objective VIII (Attachment A) is included as an addendum to the basic action
plan.

4. ACTION

In order for the Bureau of Customs to achieve the proper program posture,
each required action plan must be timely developed and adhered to.

All personnel must immediately assume their designated responsibilities as
outlined in the plan.
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5. EXPLANATION OF PLAN OBJECTIVES

Altachmeni A is an explanation of each plan objective and is intended to serve
as a detailed guide to assure a reasonable degree of uniformity among the various
field office plans. The objectives and their subpoints are explained in the same
indexed order as they appear in the original plan created by Bureau headquarters.

Attachment B is provided as a cheeklist to be used in eonducting annual evalua-
tions of the EEO program. The format of the cheklist also corresponds with the
objectives and subpoints of the Action Plan.

Attachment C is the format to be used for the counselor’s quarterly report on
precomplaint counseling.

Attachments.

VernoN D. Acres,
Commissioner of Cusloms.

ATTACHMENT A

OBJECTIVE I: TO ADMINISTER THE OBJECTIVES AND RESOURCES OF THE BUREAU
TOWARD THE EEQ PROGRAM IN A POSITIVE AND EFFECTIVE MANNER

1. EEO action plans should reflect management’s commitment and the action
to be taken by management to fully assure equal employment opportunity
for all employvees and applicants for employment. In order that all Customs
plans will contain as much uniformity as possible, the basic plan will be developed
at Bureau headquarters and forwarded to the Regions. Thus the basic plan will
form the main framework around which the Regional plan will be developed or
tailored. Regional office plans will include the districts, all principal field offices
and any other organizational segments located in the same geographic area and
which are normally serviced by the Regional personnel office. Likewise, the
headquarters plan will include all organizational segments which comprise Bureau
headquarters.

Regional plans must be generally respongive to the Bureau's EEO program
objectives, and at the same time responsive to specific local needs and conditions
from the Regional to the District level. While plans must continue to call for
affirmative equal employment opportunity for all minority groups, sufficient
coverage must be given to special efforts designed to increase employment and
advancement opportunities for women.

A complete statement of specific objectives and goals, both immediate and
long-range, denoting target dates, should be included in the plan. Some detail
should also be given as to how these objectives and goals will be achieved and
the individuals responsible for accomplishing each objective and goal. The most
important aspects of the action plan will be the realism and appropriateness of
the objectivés and the degree of coverage which they provide to identify and
correct or neutralize program problem areas. Each employee must be given an
opportunity to read a final copy of the Action Plan. The plan should also be
posted on bulletin boards.

2. See Bureau Circular, PER-16-EEO, dated August 10, 1972.

3. Policy statements will be issued at least annually by the Commissioner
and by Regional Commissioners transmitting their support to the equal employ-
ment opportunity program. These statements must reflect management’s com-
mitment to positive equal employment opportunity for all employees.

4, EEO seminars like any other training or communication technique must
be related to organizational needs and local problems. Coverage of the KEO
Program in supervisory training courses (e.g., brief lectures and discussions) will
be considered as additional training toward meeting the seminar requirement.

The Training and Career Development Branch of the Personnel Management
Divigion and the EEO office will be jointly responsible for developing and up-
dating the guidelines, instructions and materials for the seminar program.

All supervisory employees, at all grade levels, and non-supervisory emplovees
to the extent that they can be accommodated, must be given EEQ seminar
training. This training should be repeated at least every 3 years.

Offices are encouraged to invite outside speakers who are experienced in the fields
of social sciences and human relations or who are known for their abilities to make
meaningful presentations. Local community leaders and groups should also be
invited to participate in and attend the seminar.

Necessary resources and funds must be authorized for this activity to assure its
accomplishment.
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An important feature of each seminar is an expression of local top management’s
commitment and support of the EXO Program. This may be done in the form of a
speech/as well as informal group discussions.

A. As a part of the Bureau's continuing affirmative EEO Program, advisory or
planning committees will be established in Burean headquarters and all principal
field offices, including the larger district offices where the need is apparent.

The main purpose of the advisory or planning committees is to provide assistance
and advice on the implementation and overall development of the EEO Program.
The committee should also endeavor to establish a climate of acceptance and
awareness of the program among employees and managers throughout the Bureau
of Customs.

Committees should be made up from employees of all organizational segments

oth at the regional and District levels. Committees should consist of 2 permanent
members, the Equal Employment Opportunity Officer and a representative from
the personnel office. Representatives from the minority group and female work
force must be included, Grade levels must not be a determinant in selecting
employees to serve on the committee, however, employees should have areasonable
understanding of the purpose of the program and the committee. The committees
are not to attempt to handle or enter into discussions of EEO complaint cases.

6. Within 7 calendar days of the close of each calendar quarter, each Equal
Employment Opportunity Officer shall report to the Assistant to the Commissioner
(EEQ) information on the counseling activity of the equal employment oppor-
tunity eounselors in their Region. The report on pre-complaint counseling shall be
submitted in the format shown as Attachment C, including summaries of each
case counseled, and a synopsis of problems encountered.

OBJECTIVE II: TO ENSURE THAT RECRUITMENT ACTIVITIES ARE DESIGNED TO REACH
AND ATTRACT JOB CANDIDATES FROM ALL SOURCES

1. & 2. Most field offices have had some experience in establishing and main-
taining contacts with local community groups and colleges. These experiences
have shown, for example, that the utilization of minority group employees im-
proves the possibility of making effective contacts in black neighborhoods and
at predominantly black colleges. The same concept obviously applies toward the
recruiting of Spanish-surnamed and female candidates.

3. Every employee who engages in recruiting should receive, as a minimum
amount of training, an orientation in the special efforts needed to recruit at
predominantly minority group institutions. The process of communicating with
Spanish-surnamed or black students, or all-female student bodies requires special
efforts which must usually be made in order that a reeruiting visit will result in
effective interviews.

Selecting officials should also be oriented toward understanding the problems
and difficulties involved in recruiting and hiring minority group and female
candidates.

4. The efforts at recruiting in areas where Spanish-surnamed persons are to be
found must be intensified. Special attention must be given to those offices which
are located in geographic areas where substantial numbers of Spanish-surnamed
persons live. Examples of these areas are the States of California, Florida, New
York and Texas.

5. The use of these programs must be continued by all offices. These programs
offer an opportunity to hire persons who normally would not be able to secure
government employment. As a result, many economically and educationally
depressed persons may be able to get a start into a career. Special attention must
be directed toward American-Indian ecitizens in those states and locales where
they live. Every means available must be used to encourage American-Indians
to apply for positions under these special programs as well as for regular full-time
2031010108,

: 6. It is believed that recruiting brochures and leafflets would be more effective
in attracting minority group and female employees if they were specifically
designed for that purpose or printed in Spanish language, as an example.

7. through 10. These items are geared toward improving employability and
increasing minority group and female input into the work force.

OBJECTIVE III! UTILIZATION OF SKILLS

1. In order to properly determine whether or not there are employees who are
being undérutilized, surveys must be conducted. To be most effective, these

97-789—T78——0
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surveys should be directed toward identifying underutilized individual employees,
rather than groups or classes who are underutilized.

A clear relationship exists between the produets of a utilization survey and the
upward mobility concept. Normally, those persons who may be found to be
underutilized are the very ones toward whom the principles of upward mobility
should be applied. Specific guidelines for determining who is being underutilized
are found in CSC Bulletin, No. 713-15, dated July 23, 1970. This Bulletin also
contains guidelines and instructions on all other aspects of conducting a utilization
survey.

The actual conduct of the survey and the information gathering process will
be the responsibility of the Personnel Management Division and the EEO Officer.
Further study and analysis of the survey material should also be a joint effort
between the Personnel Management Division and the EEO Officer.

2. The process of assisting employees identified as being underutilized requires
both ingenuity and initiative on the part of management. This assistance may
range from encouraging an employee to apply for a vacancy to a very detailed
training program. It may also consist of encouraging self-development; on-the-job
training; job re-structuring; building career ladders; etc.

Special attention must be given to female employees to assure that they are not
“taken for granted” in the positions they hold (mainly lower grade elerieal
positions) and to see that they are made aware of available opportunities.

3. Training is probably the best means for effectively developing an employes’s
skills and should be applied to help remedy underutilization. For additional
information see CSC FPM Letter, No. 410-9, dated January 26, 1971, “Agency
Use of Training Authority to Support Upward Mobility for Lower Level
Employees.”

All orientation training for new employees must include either a lecture or
reading material in equal employment opportunity, or both, in order that new
employees will be made fully aware of their rights.

4. & 5. Items 4 and 5 contain somewhat overlapping requirements and should
be considered as one item. However, both the competitive and the non-competitive
processes must be examined periodically by the EEO Officer and other officials to
determine if all candidates are receiving an equal opportunity for positions in
Customs. The requirement for immediate corrective action exists in this instance

also. Full use must be made of minority group and female employees when
selecting and composing panels for interviewing, screening, ranking, ete.

6. through 10, These items represent special program implementation actions
and are the basic responsibility of all Customs officials and employees as well. It
is expected that, in order to maintain an effective program, all of these facets will
be carried on continuously by every office, Further, these items will also be
covered by evaluations for progress and effectiveness.

OBJECTIVE IV: INCENTIVE AWARDS—PERFORMANCE EVALUATION

1. Bureau Headquarters officials, Regional Commissioners and top field officials
are encouraged to be alert for opportunities to award extraordinary individual
EEO program efforts,

2. Appendix I, Chapter 335, of the Customs Personnel Manual contains an
evaluation factor for rating supervisory persons in effectiveness in “Promoting
Special Emphasis Programs’ such as EEO. Good judgment must be used in
applying this factor just as with any of the other appraisal factors.

OBJECTIVE V: COMMUNITY PROGRAMS AND COMMUNITY CONTACT

The most important and effective action which can be taken by Customs offices
regarding the local community is continuous contact and communication. This
includes participation in appropriate community action programs; action and
leadership in F{%B—FEA activities; conveying job information; providing special
assistance for locating adequate housing and continuous contact with local schools
and colleges through speaking engagements, recruiting visits, ete. Other means of
contact and communication which should be utilized are TV, radio and newspapers
and other publications. Too much emphasis cannot be placed on the fact that
minority group organizations must be sought out and contacted in order to
establish communication.

Responsibility for these actions is shared by every Customs official down to and
including the port office. In maintaining this communication there will be many.
opportunities for involvement by minority group and female employees,
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OBJECTIVE VI TO PROVIDE FOR THE ESTABLISHMENT AND MAINTENANCE OF AN
INTERNAL PROGRAM EVALUATION SYSTEM

1. These guidelines are designed to be used in conducting annual evaluations
of the effectiveness of the EEO Program in the Bureau of Customs. (See Attach-
ment B for new guidelines.)

The Director, Personnel Management Division, Bureau headquarters, EEQ
Officer and all principal field officers will have the overall responsibility for the
evaluation. Heads of suboffices will continue to aid in the evaluation process by
cooperating and squl_ving pertinent information. Line supervisors must also be
involved in the evaluation process.

Personnel officers and EEO Officers will continue to be the key personnel respon-
sible for collecting, consolidating, and preparing the report, Information from
principal field officers located within the geographic area of the Region should be
consolidated with the Regional report. An indication should be given as to which
principal field office the information applies.

The reporting Feriod, for evaluation purposes, will cover the period ending
November 30th of each year and will be due on December 30th. The evaluation
reports must be responsive to the action plan and prepared in the format of the
attached checklist. }i‘he evaluation reports should be forwarded to the Assistant
to the Commissioner (EEO), Bureau headquarters by the due date. The reports
will be reviewed by the Assistant to the Commissioner (EEQO) and the Personnel
Management Division, Bureau headquarters. The evaluation reports will be sum-
marized and a copy sent to the Treasury Department as required.

Bureau headquarters and all Customs field offices of 25 or more employees
must be covered by this evaluation system. All items in the evaluation checklist
must be answered or a description given, unless they absolutely do not apply.

In the process of gathering information for reporting purposes, if it is discovered
that a need for corrective action exists in relation to a program matter, as pro-
vided under the Equal Employment Opportunity Act of 1972, it is the responsi-
bility of the principal field officer, manager or supervisor concerned to initiate
such action. The action taken should be properly reflected in the evaluation report.

2. This requirement is being met through the production of the “Quarterl
Minority Group Statistics” report. Copies of this report will be furnished to eac
Regional EEO as received.

3. Statistical data must be analyzed in order to be of value to the office. From
a review of the “Quarterly Minority Group Statistics’ report, areas needing
improvement may be identified, as an exﬂmpllc. Typical areas needing correction
are office locations where no minority group persons are employed, and job series
into which minority group and female employees have not Eeen placed.

OBJECTIVE VII: TO ENSURE PROMPT, FAIR AND IMPARTIAL PROCESSING OF COM-

PLAINTS OF DISCRIMINATION AND PROVIDE EQUAL EMPLOYMENT OFPORTUNITY
COUNSELING

1. All complaints of diserimination covered by the EEOQ program will be proe-
essed pursuant to current Civil Service Commission regulations and Public Law
92-261 (Equal Employment Opportunity Act of 1972).

Under the new law, which was effective March 24, 1972, the duties of EEO
Counselors will remain unchanged. Their primary responsibility will continue to
be the resolution of informal complaints. Both Counselors and EEO Officers
should familiarize themselves with current complaint processing regulations and
with the new law

Under the present processing structure in Customs, all formal complaints of
discrimination are forwarded to Bureau headquarters for investigation, decisions,
adjustment, corrective action, ete. On oceasion, adjustment attempts and correc-
tive actions have been referred back to the Regional EEQO.

With the advent of the new law mentioned above, a much greater volume of
work is being required on complaint cases and on the positive side of the EEQ
program as well. Along with the shifting of a much greater portion of this increased
activity to field offices, it is anticipated that a greater portion of complaint
processing will also be shifted to the field. This development, will greatly increase
the amount of time required to be applied to the program by the EEQ Officer
and other field personnel directly responsible for the program. The details as to
how much complaint processing should be shifted will be worked out on an office
by office basis, taking into consideration the capabilities of each office. More
information will be sent to field offices as determinations are made.




64

2. Presently the Bureau EEO also handles all reviews and decisions in regard
to formal complaint cases. Adequate resources are being provided for this purpose
at the Bureau level. It is not likely that this review and decision process will be
transferred to a field office along with any other functions which may be. Com-
plete instructions will be developed and will accompany the shift of any complaint
responsibilities,

3. It is incumbent upon all EEO Officers in Customs to make recommendations
for corrective action whenever and wherever it appears necessary. Whether
or not such a diseovery is made in relation to a formal complaint case is not to be
a determining factor as to the appropriateness of making such recommendations.,
Obviously, in complaint cases where discrimination is found corrective action
must be taken. In addition, in the course of processing a formal complaint, in
those instances when the investigation discloses that the problem stems from
poor management practices, rather than from diserimination, the EEQ must
again make recommendations for correction.

s Presently, all investigations of EEQ complaints are being made by the Bureau
headquarters office and upon request, by the Office of Security and Audit.

4. Bureau headquarters will continue to generate and disseminate program
information to field offices and in some instances to all employees. Positive pro-
gram activity must be continually emphasized in order for all employees to keep
abreast of the accomplishments of program.
r4i5. EEO Officers will be reslmnsih]]c for publicizing the names of Treasury and
Customs personnel who are counselors and EEQO’s. This may be done by way of
bulletin boards and handouts.
b= 6. It is primarily the responsibility of principal field officers and the EEOO to
recommend employees for EEO Counselor and to contact training officers con-
cerning their training.
b+ Thus far, Customs has not utilized persons as strictly EEO complaint investi-
gators. The persons being utilized outside of the EEO Office as investigators are
special agents of the Office of Security and Audit and are already thoroughly
trained in investigative procedures,

OBJECTIVE VIII: TO PROVIDE SUFFICIENT BTAFFING AND RESOURCE ALLOCATION TO
THE EEO PROGRAM

1. Sufficient manpower and funds are required to be allocated to the EEO
program to enable the program to function effectively. It is the responsibility of
the Commissioner and other top administrative officials in Customs to oversee
the funding and staffing of EEO efforts.

2. The following is a description of present staffing for the EEO program:

A. Bureau Headquarters, (FT)={full-time.
1—EEO Officer GS-14 (FT).
2—EEO Assistants GS-11 (FT).
1—Secretary (Steno) GS-6 (FT).
1—EEO Coordinator (Personnel Mgt. Div.).
B. Regional Officer.
1—EEO Officer GS-13 (FT).
8—EEO Officers GS-11 through 14 (part-time).
1—Secretary GS-4 (FT).
C. EEO Counselors.
36 Counselors located in various field offices. Counselor activity is a part-
time activity for informal complaint processing.

Regional Commissioners are responsible for nominating an EEO Officer for
the Region an for assuring that the EEOO is allowed adequate time and resources
with which to effectively function. This includes funds for related travel and
training. It is anticipated that new EEO requirements will demand at least 507,
of each part-time EEO Officers’ time.

3. It 1s advisable to have, in each Regional personnel office, a member of the
Personnel Management Division designated as an EEO ‘“coordinator.” The
coordinator’s basic funcfion in relation to the EEO Officer is to provide advice
on personnel matters and overall liaison between the EEOO and the Personnel
Management Division.

4. The Regional Equal Employment Opportunity Officer is a counterpart of
the Bureau EEOO for program aetivity. As such, the Regional EEOO must pro-
vide functional advice and program service for all Customs offices within his
Region’s geographic boundaries. Sufficient amounts of the EEOO’s time must be
allocated to this function.




ArracuMeENT B

EVALUATION CHECKLIST
Objective 1.

1. Has the EEO Action Plan been revised, updated and approved?

2. Have goals and timetables for the headquarters or field office been established
and effectuated?

3. Provide dates and copies of policy statements which have been issued?

4. Give schedule of seminars to be held and those conducted within the past
12 months.

5. Have EEO advisory or planning committees been established? In which
offices are they located?

6. Have all required reports been submitted to the Treasury Department by
the Bureau EEOQO?

7. Normally, the EEO Counselor will submit all reports to the EEO in his
Region for consolidation before sending to Bureau headquarters.
Objective I1.

1. Identify contacts which have been established and maintained. Desecribe
participation in community type activities.

2. List schools and colleges visited; dates; names of recruiters and briefly de-
seribe results.

Were any of the recruiters either female or minority group?

3. Deseribe EEO training and orientation given.

4. Describe efforts, contacts made and results of efforts made to recruit Spanish-
surnamed persons.

5. Identify special employment programs which are being utilized. Describe
fully the contacts made with any American-Indian candidates or organizations.

6. Furnish samples of recruiting brochures.

7. This item is closely related to item 5 above and should be answered in con-
junction with item 5.

8. What was source of summer hires during season which just ended? Were
minority group and female applicants also hired?

9. Describe results of this effort.

10. Describe any instances where adjustments in work schedules or supportive
employment has occurred.

Objective IT1
1. Give dates of utilization survey and describe significant findings.
. What efforts have been made to assist underutilized employees?
. To what extent is EEO included in all types of training programs?
. Give date of review and describe any corrective action taken.
9. Are minority group employees utilized on promotion and selection panels?
How frequently? Give examples.
6—9. Deseribe recent upward mobility applications.
10. Describe positions which have a reduced entry level.
Objective IV
1. During the year, how many awards for EEO efforts were made?
2. Provide samples of evaluations to show that EEO is included in evaluating
performance.
Objective V
1. Describe related FEB-FEA activities.
2. Describe any instances where this action was necessary.
3. Give name of any fair housing organization with which contact has been made.
Objective VI
1. Has responsibility for the conduct of annual evaluations been clearly defined?

2. Is statistical data being maintained on a current and periodic basis?
3. Show resulting compilations of analyses of statistics.
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Objective VII
1. Are counselors and the EEO Officer clear on their function for handling EEQ
complaints?
2. Describe resources applicable to review and decision process of compaints?
3. Briefly describe cases in which disciplinary or corrective action was taken,
4, Describe types of information and how disseminated to employees,
5. How are names publicized?
6. Are counselors replaced and trained as needed? Is there any office currently
without a replacement?
Objective VIII

1. Are there sufficient resources being applied to the EEO effort? Describe in-
dications of a shortage of resources.

2. Will all EEO requirements be met with current staff?

3. Does the EEO coordinator understand his function?

4, Does the Regional EEO maintain appropriate contact with the other princiapl
ﬁelc{i! officers in his geographic region? Describe nature of contacts which have been
made.

ATTACHMENT C.—QUARTERLY REPORT ON PRECOMPLAINT COUNSELING

Diserimination sllesgerl on the basis of—
x
Race, Reli- ~———————— National
color gion  Female Male origin Total

il) Number of persons counseled during the quarter = e ]
2) Number of persons counseled during the quarter

when counseling brought about remedial ac-

tion (including corrective action on the matter

in question, other action to improve manage-

ment practices, even if not directly related to

the individual matter raised by the aggrieved

person) or disciplinary action as a result of

counseling S =TT rTT T

Note: This report is due by the 7th calendar day of the month following the close of each quarter.

Mr. RANGEL. Mr. Ambrose has been introduced to the subcom-
mittee. Most of us know the outstanding work he has done as Assist-
ant Attorney General, and we have before us a prepared statement,

TESTIMONY OF MYLES J. AMBROSE, SPECIAL ASSISTANT ATTOR-
NEY GENERAL, DIRECTOR OF THE OFFICE FOR DRUG ABUSE
LAW ENFORCEMENT, DEPARTMENT OF JUSTICE, AND SPECIAL
CONSULTANT TO THE PRESIDENT FOR DRUG ABUSE LAW
ENFORCEMENT

Mr. Ausrose. I would like to make, if I could, Mr. Chairman, a
few comments before, if I might.

One, while I a{;praciat,e the fact that you have attributed my law

degree to New York University Law School, it is unfortunate that
they do not claim me. It is New York Law School, and as you know,
Charlie, there is a difference.
Mr. RanGEL. Being from St. John’s, I can understand the difference.
Mr. Avsrose. Being sundown law school graduates, I guess we
have[to be careful about that.
% Secondly, I would like to make a couple of comments on the testi-
mony about the Customs Service since I happened to be the Commis-
sioner of Customs during a great portion of the time to which your
uestions were directed, and I think without attempting to be de-
ensive about it, I think there are a few things I ought to point out
in connection with this,
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First of all, when I became Commissioner of Customs in August
of 1969, there were 8,900 employees in the Service, as you know.
The President has determined and indeed had made a pledge prior
to his election to increase the number of Customs employees relative
to assisting in interdiction of narcotics.

That was the first thing, and even before I became Commissioner
of Customs. Mr. Rossides had already been appointed Assistant
Secretary, as you know, and I acted as a consultant to him, inci-
dentally, without any intention of becoming Commissioner of Customs,
unofficially from February of 1969 and officially from May of 1969
until my appointment in August.

We managed to work up a program whereby Customs would get
a supplemental appropriation, the first one it had in some years, for
increased personnel of any size and it was determined then that we
would get something like 800 employees, give or take a few—my
recollection may be a little hazy—300 of whom would be special
agents. Customs then had 335 special agents and, incidentally, had
one black special agent at that time.

Contrary to whatever impressions may have been given, of course,
Customs did not work—the special agency service rarely if ever,
worked in black areas. It was not really basically their work. Most
of their work was at airports and points of entry. Occasionally it
did carry them into the interior city, but the remaining part of their
work other than narcotics was commercial investigation, criminal
investigation.

Mr. Rancern. Would that preclude a black from being so employed?

Mr., Auprose. No, it does not, but I am saying it is not the same
type of work done in the inner city like, say, our agents assigned to us
in the DALE program or Bureau of Narcotics.

Mr. Ranger. That is a special system, but it just seems to me that
blacks have become familiar with airports and docks.

Mr. AmprosE. There is no question about it, and I might also add,
because thisis something that interested me historically in the Customs
Service. Some 25 years ago or so it was virtually impossible except in
New York City for a Roman Catholic to become a Customs special
agent. In those days if you were a Mason, you had an opportunity to
be a special agent, but not if you were a Catholic. It was only in New
York City and possibly Boston since I understand there is some Irish
influence up there also that Catholics could become special agent, but
not in the rest of the Customs Service. The outside forces they called
themselves in those days, that was kind of Catholic; and if you were a
Protestant, 1 guess you could not get very easily promoted in these
areas.

Mr. RangeL. A history of discrimination.

Mr. Amprose. A history of discrimination that goes back over a
period of time in connection with this.

Mr. Rancen. Now, the whole thing is making more sense.

Mr. Avsrose. Now, let me go back one step further. Of the 300-
some-odd new agents that were to be recruited, I determined, together
with Mr. Rossides, and then Secretary Kennedy, and the members of
our staff, that we would attempt to get more experienced agents if
possible, transfers from other agencies. A good number of them
transferred initially from the Office of Special Investigations or Office
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of Naval Intelligence, things like this, so that we had a nucleus of
experienced people. We also took on a number

Mr. Ranaer. The Navy was not really heavy on a lot of blacks.

Mr. AuBrose. No, none of them were, as a matter of fact. We tried
to make it a point

Mr. Ranaen. We are dealing with agencies with long histories in
this area.

Mr. AmsrosE. I am not going to argue the point. You are right,
robably, but the point was we needed experienced people in & hurry
ecause we needed to do something about increasing our narcotic

interdiction capability at maximum speed. It was a ‘“damn the tor-
pedoes, full steam ahead” kind of thing, and that was the way we
operated.

We also attempted to get minority group participation, The princi-
pal problem that we had, however, was not with blacks. It was with
Spanish-speaking people. And the principal problem we had was not
with Spanish-speaking agents, but it was with inspectors along the
Mexican border, and that is where we attempted to increase greatly
our minority participation.

In addition to that, and Rector Smith may forget it, but I sent him
together with the Deputy Chief of Invesfigations and some other
investigators to something like 26 colleges with large minority groups,
black group participation, black schools in the South, black schools
in the North that had a considerable number of black students, in an
attempt to encourage these individuals to take the Treasury enforce-
ment examination and to be recruited into the Service. We had no
schedule A type arrangement such as they do in the Bureau of Nar-
cotics. We were unsuccessful. My recollection is that we got two out
of zllions of interviews, and it was not a question

Mr. RaneBL. Why would the agents need a college education
when the Commissioner does not need it?

Mr. Aunrose. I am not about to say—first of all, we wanted to
try and upgrade the number of agents with a college education at
that point because we frankly did not have enough, in my judgment.
Maybe it is a mistake as far as minority hiring is concerned. It is
not, in my judgment, a mistake as far as general hiring is concerned.

Mr. RaneeL. Do you believe that a person with a college education
is & more effective agent?

Mr. AmBrose. I think all other things being equal, yes.

Mr. Ranger. All other things except pay.

Mr. Amsrose. That is right. The pay situation is & problem. A
college graduate under our rules, the rules that were foisted on us by
the givﬁrServica Commission, could only get a grade 5. In 6 months
he could go to a grade 7, as I recall it.

Mr. RanNGEL. %’hat impact did you as Commissioner have on the
statistics that we focused on this morning?

Mr. AumBross. I suspect most of them are blamed on me, and I
accept the blame if that is the case. On the other hand, as I have
indicated before, I think we had something like a 300-percent increase
when we went from 8,900 employees up to 15,000 employees, and at
the same time had a 300-percent increase in the number of minority
group employees. We were trying to do something about it.

r. Raneer. But in this specific area, everyone agrees that we
have not been successful.
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Mr. AmBrose. In the 1811 series in Customs we have not been
successful, and I have on a number of occasions attempted to try and
improve it, and I think if you want to call Mr. Smith, you could call
him or anybody else that was involved in this. We made every effort
to get black employees in the Service, and, as a matter of fact, we
wound up instead of having one, with something like six or eight, 19
whatever you have there now. And that was the result of that kind of
recruitment.

Now, one other step——

Mr. RanceL. I suspect you are going to tell us that you have the
same problems with DALE.

Mr. AmBrose. No, I am not going to tell you I have the same prob-
lems with DALE. That is a separate problem. OK?

Mr. Drinan. Mr. Chairman—you say, sir, that ‘I accept the
blame.” Those are your quotes. “I accept the blame.”

Mr. AMBROSE. Igthere is any to be imputed.

Mr. DriNan. Let us have a program of indemnification, then, for
the minorities. There is blame, responsibility, and culpability. You
have said it. How about saying for t.{’le next 18 months nobody will be
hired except minorities. This is retroactive indemnification. This is a
remedy that is available.

Mr. AmBrose. Father, T am not sure it is legal, but it is available.

Mr. Wiaains. If it is not legal, it is not available.

Mr. AmBrose. On the other hand, I want to point out that we had
two other groups of enforcement officers during this period of time
which are not indicated in the Customs statistics. One, Customs en-
forcement officers, uniformed patrol officers, who assist in guarding
piers, et cetera, et cetera, and controlling access to closed perimeters at
airports and pier areas and things like that, and then

Mr. RaxgeL. Will they be transferred right to the new agency?

Mr. Amerose. No, they are not going to be transferred to the new
agency. On the other hand, they are on the ladder for promotion to
agent positions and there are a number of them assigned to DALE
which I can mention to you which I am going to request be considered
for transfer to agent positions. That is up to the Commissioner of
Customs to decide whether they can be eligible to fill agent slots but I
will say they are people who will be and already have been identified
for the new Drug Enforcement Administration to pick up when vacan-
cies become available for agent positions because they are minority
group, black and Puerto Rican, et cetera, et cetera.

Mr. RangeL. But there is no policy. Is this your suggestion?

Mr. Ausrose. There is going to be a policy. I am going to get to
that in just a minute. But the other area t}mt we attempted to do some
recruiting of minority groups in was the Customs security officer
force which, as you recall, was also hired overnight on an emergency
basis after the September 1970 incident in the desert—in the Sinai
Desert or whatever it was relative to hijacking those aircraft, and the
President gave us the responsibility for flying sky marshals. We put
that program literally into the air in a matter of months and those
statistics are not reflected here and I think you will find that there is a
considerable number of black officers there.

Mr. RANGEL. Are the sky marshals still in business?
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Mr. AmBrose. They are being phased out. They are bein given
an opportunity to accept positions as inspectors in the Customs
Service as they become available and any other positions, I guess—I
really do not know all of the nuances of it—and they will also be
considered for whatever vacancies we may have in the Drug Enforce-
ment Administration.

Mr. RANGEL. Are the sky marshals asked to be relieved of their
positions.

Mr. AmBrose. It depends, Mr, Rangel, on their qualifications,
as I understand it, what level they would fit in. I think a lot of them
have already been transferred to the Customs Agency Service, and I
guess a number of them also have moved into other areas of law
enforcement, but I really do not know in detail.

Mr. RanaeL. I have received some letters where they considered
this a demotion in terms of pay.

Mr. Amsrose. Well, there may be some problems there that I am
not fully aware of and I do not want to address myself to.

Counsel also raised the question of women. In 1970 there were no
women Federal agents anywhere in the Federal Government in the
1811 series. There was none in any bureau, any place, under any
circumstances. I hired the first women Federal agents in 1970 or 1971,
and the same six I think are still in the Bureau of Customs.

It was not until 1971 or 1972 that the limitations were changed
by the Civil Service Commission relative to this. Before that, as you
know, women were excluded by virtue of the necessity to carry
firearms and perform certain physical tasks. That, I understand, has
been changed and, as you know now, there have been a number of
women hired both in the Secret Service, indeed, in the Federal Bureau
of Investigation, and some women have been hired as special agents.

0 it is & new program and it is moving forward.

I really do not know how well it is moving forward at the current
time. That is my preliminary part, going back to Customs, and I
will be delighted to come up to the present day if you would like me to.

Mr. Rangen. Will you?

Mr. AMBROSE. Sure.

Mr. RanerL. Do you want to make inquiries on Customs?

Mr. Wrgains. Yes, I would.

Mr. Ambrose, the previous witness demonstrated, at least to my
satisfaction, that wiLE respect to inspectors, there may be times
when ethnic or racial characteristics are a germane and relevant
factor in hiring. Is that also true with respect to the 1811 series,
investigators?

Mr. Amprose. It is an absolute necessity, absolute, without any
question about it. It is the most compelling necessity we have,

Mr. Wicains. Now, if that is the case, that removes a great many
constitutional impediments because it is the arbitrary nature of classi-
fications which is offensive to the Constitution, as you know.

What can be done in order to permit some consideration of these
special qualifications in hiring or placing people in the 1811 series?

Mr. AmBrose. Well, I will be glad to answer tha t, Mr. Congressman.
From the day I was given the responsibility for handling the transi-
tional planning of the new Drug Enforcement Administration and
putting it into gear and having it operable on July 1, as a matter of
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fact the next day, I appointed my deputy, Mr. John R. Bartels, to
specifically work on the problem of minority agents strengths and how
we were going to do something about increasing the number of mi-
nority agents. Since we had ample experience during the last year
and a half in the operation of DALE to know that the Bureau of
Narcotics and Dangerous Drugs did not have a sufficient number of
agents, black agents particularly.

We also were aware of the fact, and, as a matter of fact, I requested
then Secretary of the Treasury Connally to furnish me with 100, as I
recall—I could check the numbers—Customs enforcement officers
because they did have a number of blacks and I think I finally got
50 or 75 of them, trained them in special training and utilized them to
work in the black communities around the country.

But we have worked on it from the day we have started this thing
and there are a number of things that can be done.

First of all, we can increase the number of schedule A special
qualification appointments we can make as special agents. Now, I
understand the %uream of Narcotics has the right to hire something
like 170, 160, something like that, for special purpose qualifications.
They have only hired something like 16. I think we can increase that
and there may be reasons for it. I do not know what the reasons are.

Second, the Bureau of Narcotics and Dangerous Drugs presently
has a rigid qualification for a college degree. I intend to recommend to
the incoming Administrator that that be changed and that there be a
substitution of law enforcement experience instead of a college degree
where necessary, or a combination of both.

Third, it is going to be recommended to the incoming Administrator
that minority recruitment not be at any district or local level but be at
a national headquarters level and that he would be personally re-
gponsible for it so that if indeed there are any intervening factors
subjective evaluations, which have a deterrent effect to the increased
employment of these individuals, the blame can stop where it belongs
right at the top and we will obviate that.

Those are some of the programs.

Now, we have also during the past year, year and a half, had, I do
not know, 600 or 700 local enforcement officers assigned to the drug
enforcement office in the Justice Department under the speecial pro-
gram. We have identified a number of those individuals who will be
willing to transfer and who we think would make good Federal agents
and we will actively increase them,

I might add that we probably have the largest minority group of
officers assigned to us of any group. Something like 17 percent of our
force is black or minority group at this point which is a rather large

ercentage for a law enforcement agency in the Federal establishment,
.I[)suspect much larger than anybody else.

Mr. Wigains. There will be more specific recommendations to deal
with this problem.

Mr. AmBRroSE. There will be more coming, right.

Mr. Wigeins. Who has the power to implement these[recommenda-
tions?

Mr. Avsrose. Well, I do at the present time. I have the power to
recommend them and presumably if it continues, and if the Congress
on June 11 has not filed a motion for disapproval of the new agency
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and it has been successful in disapproving of it, between June 11 and
July 1, unless there is a new Administrator appointed, I will continue
to have the power. This will be a program. I can assure you this will be
8 program. .

Mr. Wiceins. Do you feel that you have adequate statutory
authority to implement your recommendations which you have just
sugeested?

Mr. AmBrose. Well, I think we have adequate statutory authority
to implement the suggestions I just recommended. I do not think we
have adequate statutory authority in all areas. There may be other
things we should consider and I know we are looking into that at the
present time.

Mr. RaneeL. Mr. Wiggins, could you yield for a minute because I
did not understand one thing. These suggestions that you are making,
Mr. Ambrose, is that not to the new EEmiMstmtor?

Mr. Ausrose. Well, it would be—we are setting up programs, Mr.
Rangel, for the new administration to carry on. I assume that they will
be carried on. I hope that they will be carried on. This is one of them.
I have discussed it with the Attorney General at some length, who has
& great interest in this area. I have not yet discussed it with the in-
coming Attorney General. I see no reason why he would have a dif-
ferent view of if.

Mr. Ranger. What I do not understand is that you are making
these suggestions in which the committee certainly concurs, but when
asked whether you had the authority, there is no question that you
have the authority to suggest.

Mr. AuBrose. No one has

Mr. RangeL. You do not know whether you are going to be the
new head of this agency, do you?

Mr. AmBrose. No. I prefer not to comment on that subject
whatsoever.

Mr. RangeL. So we do not know really, with all of these wonderful
suggestions, whether there will be implementation.

Mr. AmBrosg, I think, Mr. Rangel, that T can give you pretty good
assurance that these recommendations will be carried out. I cannot
give you a written declaration, first of all, because the agency is not
n existence and there is no way that You can commit an agency
that is not in existence, but I can give you virtually my oath on it
that this will be the way it is going to be because aside from any of
the other considerations that are here, and there are many other con-
siderations, we need more black agents just to work and to be effective.

Mr. Raxeen. How can the Congress be assured that the new orga-
nization will reflect your thinking? I am not asking really for oaths
because I know you are dedicated in this area, but we are now asked
to support by lack of action the new suggestion made by the President.

Now, if for one reason or another all of the heads of law enforce-
ment agencies claim that they cannot be as effective because of the
lack of minorities and if there is no flexibility given to us to relieve
some of these restrictions on this new agency, what support do we have
to keep us from moving against the merger?

Mr. AmBrose. Well, all I can tell you is that those are the people
who are intimately associated with the new merger and who will in
my judgment, stay on, are committeed to this program.
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Mr. RangeL. Is it confidential who these people are?

Mr. AmBrose. Yes, it is, I am not in a position to speak in connec-
tion with it, obviously, because the President is the one who is going
to make the determinations as to who will be nominated for the Admin-
istrator and Deputy Administrator posts and also for the Assistant
Attorney General position.

Mr. Conyers. Mr. Chairman, first of all, T want to thank you for
inviting me to these hearings. I just had one prelimiary question.

As we hear our distinguished witness talking about the Attorney
General, is he referring to Mr. Kleindienst?

Mr. Averose. Yes, I am.

Mr. Conyers. Or Mr. Richardson?

Mr. AmBrose. Mr. Kleindienst.

Mr. Conyers. Or someone else?

Mr. Amsrose. No, I am talking about Mr. Kleindienst. He is the
Attorney General of the United States and he has a very deep interest
in this area.

Mr. Conyers. He has not submitted a resignation.

Mr. AmBrose. No, he is Attorney General. As of 10 o’clock this
morning, 9:40 when I

Mr. Conyers. When you came to these hearings, he was still At-
torney General.

Mr. AmBrose. At 9:40 this morning he was the Attorney General
but the way things happen nowadays [ am not prepared

Mr. Rangen. Well, just help us out. What position does Mr.
Richardson have?

Mr. AmBrose. I have not discussed this matter with Mry.
Richardson.

Mr. Ranaern. What is his title now?

Mr. AmBross. Attorney General-designate. He is Secretary of
Defense.

Mr. Conyrrs. Well, T guess this has been as helpful as the witness
can be on this.

Mr. Ravcer. Now, we were talking about your statement. Are
there any other inquiries to be made as relates to the Department of
Customs?

Mr. AmBrose. I would prefer to go on

Mr. Wicains. There is one thing dangling here. You indicated, Mr.
Ambrose, that there may be some deficiency in your statutory author-
ity and if you are in fact able to identify that deficiency, I hope you
will communicate it to concerned Members of Congress and members
gl!' this committee so that we could consider appropriate changes in

1e law.

Mr. AmBROSE. Sir, I would be glad to attempt to do that through
the appropriate channels. It seems to me over the years, being a
Fedm-n.l) manager or even a State manager in New York, I have
constantly run into great statutory difficulties in doin —trying to
achieve your objectives in given areas, particularly in the personnel
field, and they rarely are changed, unfortunately.

Mr. RaNGEL. But you do have an opportunity where on a bipartisan
basis most of the Congress is concerned with the work that this new
agency will undertake.

I do not know whether it is legal for us to amend what will be
coming before the Congress. I guess we would have to bring it before
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the Congress and see whether it is voted up or down. We have no way
of affirmatively acting in order to improve the effectiveness of your

ency or any proposed agency as long as we are restricted in terms
of finding out what the problems are.

Mr. Amrose. Well, { am not in any way attempting to minimize
your ability to find out what the problems are. I would be glad to
tick off to you any legal impediments that we think are necessary. If
you ask me I am going to give them to you.

The question was whether I would submit, as I understand it,
additional legislation to circumvent. I would be glad to have Mr.
Jones, who is here this morning, take a good look at this, or Mr.
Berkman from the Department of Justice personnel office, and see
what legal impediments there are that we think might hinder us from
improving this situation. I would be delighted to do it.

Mr. Ranern. Well, do you have ideas now?

Mr. Ampross. Well, the one area I was concerned about, and I
think T discussed with you on more than one occasion, was the absolute
necessity for college degrees for Bureau of Narcotics agents entering
on duty, and I find out we can do that without congressional action.
So I think we will take care of that.

Mr. ConyErs. Well, why don’t you?

Mr. Ausrose. Because I cannot do it until July 1, sir. The pro-
gram will be effective on July 1, the new administration.

Mr. ConyEeRrs. You mean you cannot do that before July 1?

Mr. Amsrose. No, sir.

Mr. Coxyers. How come?

Mr. AuBrosgE. Because I am not the Director of the Bureau of
Narcotics and Dangerous Drugs.

Mr. Convyers. I see. So this is a departmental problem. We are
trying to get at statutory problems.

Mr. AmBrosE. That is right, and I said I am not prepared to discuss
express statutory problems that may be prohibitive. I will look into it
and be glad to discuss it.

Mr. RangEL. Do you think existing legislation will allow the Bureau
of Narcotics and Dangerous Drugs and Customs to revise the mini-
mum standards?

Mr. AuBrose. Well, Customs does not have that kind of a minimum
standard. Customs’ minimum standard, as I understand it, is based
on what the requirements are for Treasury infers. Entrance examina-
tions, entrance standards, and the Civil Service Commission has set
up those standards. I do not think they are as prohibitive. I think they
are less prohibitive, as a matter of fact.

Mr. Ranceen. Well, that takes care of Customs so far. So now we
will come up to date.

I am sorry. Did you intend to enter your statement into the record?

Mr. AMBROSE. Yes, sir. If you will enter the statement into the
record—I gave a synopsis of those four main points.

Mr. RancEL. I see. So the statements that you made are the only
statements you would like to make at this time.

Mr. AmBrose. I think that would cover it as far as I am concerned.
I want to make sure that it is clear there are two facets in my judge-

ment, Mr. Rangel, and I would like to comment on two other parts of
it.
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There are two facets. It is necessary, of course to have black agents,r
for example, working in black communities, particularly where had,
drugs are dealt with, because both the victims and the transgressors
are usually black. So we do need agents who can infiltrate distribution
systems for the purpose of dissembling.

But more important or just as important, it seems to me, and one
of the reasons why we have tried to be so—we have tried to figure
out ways of doing this, is that we need the support of the black
communities in our efforts to do something about the turning around
of this heroin traffic situation, and this requires faith, it seems to me,
on the part of the community in the enforcement effort which has been
lacking in the past and which I think I have seen enough subjective
indications to make me feel that it is turning around.

One of the ways that we can improve on this, one of the key ways
we can improve on this, is to have black officers performing and the
community itself will know that it is not some outsider who is coming
in to try and do somebody in but it is part of their own group who will
attempt to do something about this problem.

Mr. Ranaen. Well, as a professional black I would like to comment
that certainly while it is important to have blacks there as agents and
police officers, I think the community can gain more confidence in an
agency, or, indeed, the Government when they can see themselves in
these policymaking positions.

Mr. AvBrosu. No question about it,

Mr. Rancer. This has more to do with general attitudes and cer-
tamly I think it is very helpful for one to know the community in
which their employees have a responsibility.

Mr. AuBrosEe. There is no way, of course, when you get into policy
positions unless they start off in manned policy positions, these par-
ticular cases for the most part, that is one of the problems we have.

Mr. RangeL. Is that really a problem? Do you really have to start
off as a messenger?

Mr. Amsrose. No, no. I do not think you have to start off as a
messenger. As far as being the regional director of the Bureau of Nar-
cotics and Dangerous Drugs in New York, though, you should have
been an agent at some stage of the game. This is one of the problems
that we have had. '

Mr. RaneeL. But does that necessarily coincide with the policy of
how administrations appoint heads of agencies?

Mr. Amerose. No.

Mr. Raneer. I mean, would they reflect that?

Mr. Amerose. No.
hMr. RanaeL. So that we do not have to really change the rules for
that.

Mr. Amsrose. Not for that, no, you do not. What I am saying is
that it is necessary to have some dialog with the community in this
area and it is necessary in my judgment, and frankly, what we have
tried to do in the DALE program is to emulate to some extent what
has been tried successfully in some cities, what appears to be bearing
fruit, such as in New York City, with having community relations
specialists.

Mr. Ranger. Can you talk to us about what DALE is doing and
what part of the DALE operation is going to be transferred to the new
agency?
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Mr. Ausrose. Well, the way we envisage it at the present time,
DALE first of all was an experimenta) program. It was designed to be
an experimental program. It was designed to bring a Federal presence
to bear at the lower levels of trafficking, to indicate to the communities
there was a Federal interest in this, to kind of run the gamut of the
narcotics enforcement program from the beginning to the end, and
frankly, determining which is the beginning and which is the end is
always a big problem.

But in order to do this we decided it was necessary to get local
participation because we wanted to have as an experiment an oppor-
tunity to see whether local and Federal officers could work together
and whether—in these particular cases—we could have an earlier
intervention of legal assistance and prosecutive assistance to the in-
vestigators for a variety of reasons, one of which, of course, is to de-
velop more effective cases. That is what we have tried to do.

Now, the program has had some ups and some downs but on an
overall basis I would say it has been extremely successful. Through
this means of local police participation we have been able to increase
the number of black and minority group officers that we have been
able to use in those communities in the Federal effort on a stopgap
basis.

Mr. Ranger. To what do you charge this success?

Mr. Amgrosg. I guess I should say my nine regional directors. I
do not know. I think the concept is a very valid one of trying to get
all of the groups to work together toward common objectives. As
you know, Mayor Lindsay has now suggested that all of the narcotic
enforcement officers in the New York City Police Department be
assigned to a joint Federal task force as a result of the effectiveness
of the joint Federal task force in New York and the DALE program,
and that is something like 1,500 agents or detectives that he wishes

Mr. Ranaern. Where does DALE fit with the new organization?

Mr. Amsrose. Well, DALE will fit in the new organization roughly
as follows, and this has not been completely determined yet and this
is subject to approval, The agents——

Mr. RangenL. Whose approval—the new Administrator?

Mr. Avsrose. The new Administrator but basically the Attorney
General to whom the Administrator will report. But basieally speak-
ing, we will continue to have local police officers assigned working
on an integrated basis with Federal agents on lower levels of traffick-
ing. At the mid-level, we call it, down to the street level, as it were, to
keep the pressure on in an area in which it is needed. There are some
cities in which it is not needed particularly. The locals are doing
enough on their own.

Mr. Ranger. Do I understand you correctly? In order to try to
make up for the lack of minorities that are with your present line
forces, that is Customs and BNDD, that the new agency will be
using the DALE approach in attracting local minority law enforce-
ment officers?

Mr. AmBrosE. I would accept your statement after the new agency,
not the premise on which the statement is——

Mr. Ranagr. That is our problem. I mean, do we get the Attorney
General here? :

Mr. Ausrose. No.
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Mr. Raxvaen. Most of these things are directed to the Office of
Budget and Management,

Mr. Amsrose. Noj; it is not, sir. You made a premise that the only
reason we are doing it in effect, is because of getting minority partici-
pation. It is not the only reason. It is a reason. It is helpful. It does
increase the number of minority officers assiened to assist us. But it
is not the basic reason why we are doing it. The basic reason we are
doing it is to have a combined operation to get a better coordinated
operation with local police, State police, county police.

As you know, in your own area we have something like 140 differ-
ent police departments in the Metropolitan New York region and
when we can do it through a coordinated basis we have got a much
better approach.

Mr. Rangen. We can eall it what we want but local policemen
that refleet the ethnic composition of the community in which they
have been assigned to work have proven to be more effective than
those that are not familiar and that do not look like residents of that
given community.

_ Mr. Auprose. In undercover capacities, generally speaking, that
18 true.

Mr. RangeL. So that if in fact the new agency is going to adopt that
procedure, whether we are dealing with Federal agents or local law
enforcement officers, minority involvement in law enforcement would
drastically increase.

Mr. Amerose. I would think so and hope so.

I want to make sure it is clear that one of the major purposes would
be to increase the minority involvement in the new agency, direct

hires, not people detailed from local police. I am talking about regular
Federal agents.

Mr. RanGen. How can we have something to hang our hats on to
see that this is being done rather than being suggested? I do not assume
that the Congress would ﬁzet another crack at this. Would the Attorney

General, who really would be calling the shots with this new agency,
tell this committee that this is what we intend to do and not what is
being suggested to the new Administrator?

Mr. Amsrose. Well, I will be glad to inquire from the Attorney
General whether we can give you a letter from him saying that this is
the policy of the Department of Justice. I will be glad to ask the
Attorney General if he wishes to do this.

Mr. Raneer. Do you realize how important this would be to our
inquiries?

Mr. Amsrosg. Well, I can see where you might be interested in it.
I am not sure that it is that important personally. I think it is going
to be done without any—without any doubt in my own mind because
I think it is necessary.

Mr. RangeL. I thought 20 years ago with Customs that it would
just be done and here I am today trying to find out.

Mr. Amerose. Customs is an entirely different situation and I do
not think it is really fair to make them analogous.

Mr. Ranager. Well, I thought it would be done with the Bureau of
Narcotics and Dangerous Drugs. They have 1,500 agents of which 68
are black. I thought that it just would be done without adding the
factor that the black officer would be more effective because we find
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drugs now in inner cities. I just thought it would be done. And T do
want to believe that with the new agency it will be done.

Mr. AmBrose. I think it is important.

Mr. Ranaer. That it will be done.

Mr. AmBrosE. Mr. Chairman, I think it is important to also point
out that the Bureau of Narcotics and Dangerous rugs embarked on a
specific program which it thought was the best program at a given
time. That was the major offender in the overseas activities, which did
not necessitate them possibly, and I was not there as you know, but
did not necessitate the need for that many more black agents for that
kind of work. It may be that they held back on pushing it but now

Mr. Raneer. They knew it in 1960, though. The Bureau knew it in
1960.

Mr. Ausrose. Well, I do not know. I cannot speak for the Bureau.
You would have to ask Mr. Ingersoll. You had him here and you
should have asked him.

Mr. RaneeL. We did ask him and they have known it since 1960.

Mr. Auprosk. I personally assure you we need more black agents in
the new Drug Enforcement Administration and we are going to do
everything absolutely necessary to get them. That is all I can say. I
cannot go any further,

Mr. Raneen. But we do not know where you will be in terms of
your ability to get these things.

Mr. AmBrose. Well, I just said I will attempt to talk to the new
Attorney General and, as a matter of fact, I will make it a point if
and when the new Attorney General is confirmed—I think that the
present Attorney General will give you that assurance and I will talk
to him about it. If you want the present Attorney General’s
assurance

Mr. RaxgerL. I want all of the assurances that we can get from the
administration, from past Attorney Generals and future Attorney
Generals because we have to have something on which to work.

Mr. Conyers. Let us not go too far back on these Attorney Gen-
erals, Mr. Chairman.

Mr. RanesL. I assume it is inherent in your statement that a part
of the program that is being offered by the President and the Attorney
General is a release of this restriction that you have in terms of the
freeze and the hiring.

Mr. Amsrose. Now, Mr. Rangel, without any way trying to play
games about this, the answer is unequivocally, yes. I have told you
Persmmlf}f before, I put it on the record now, I am appalled by the
ack of the number of black agents in the Bureau of Narcotics and
Dangerous Drugs and I am going to attempt to do something to see
that the circumstances are not the same in the Drug Enforcement
Administration.

Now, beyond that I cannot go.

Mr. RanaeL. My concern is that the President in his March 28
release had indicated that they did not need any new man.

Mr. Ausrose. Well, I do not think they are going to need new men
because the determination order, you know, first of all, you are
putting together 500, 600, now Commissioner Acree says 600 agents
this morning. I do not know how many agents are coming over from
Customs.
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Mr. RanceL. In terms of our problem, you can rest assured that
you are not going to get any increase of minorities that would change
the ratio dramatically.

Mr. Amsrose. No; I am not saying you are going to get more right
away. I think there will be a number of vacancies over an immediate
period of time and indeed, I do not really know at this point, and I
would have to check with Mr. Berkman or Mr. Jones—there may
well be already in the current rnachinery, congressional machinery,
a request for additional agents in all those slots.

Mr. RanGgrL. That is our problem. The President said their primary
need was not more manpower working on the problem since over
2,100 new agents, an increase of over 250 percent since 1969, have
already been added to the Federal drug enforcement agency under
this administration. Now, if the BNDD and Customs cannot reflect
an increase in the minority members of their forces, and he is saying
that he is not going to ask for any more, will the new agency be
restricted to attrition in terms of meeting the minority goals about
which you are talking?

Mr. AMBROSE. Weﬁ, I think probably the first place will be attrition.
The second place would be in any additional pesitions which have been
afforded to it under the current request to the Congress and I just do
not know the answer. I will have to check it. I will be glad to furnish it
to you if there are pending before the Congress now requests for addi-
tional agents in any of those three bureaus which would be applicable
to the situation.

Mr. ConyErs. Mr. Chairman, if you will yield to me, it seems like
we are in a trap of classic proportions here. The Chief Executive Officer

says there are suflicient agents. We are Fromised by a conscientious

member of the administration that he will increase the appallingly low
number of blacks in this area. And on the third hand, we are trapped
by a hiring freeze that obtains in—I do not know how many of these
agencies—and I do not know what its effect is going to be in the future
program when it is reorganized.

He admits quite candidly, and for that, we must express our appre-
ciation, I suppose, that this is not going to happen fast. It is going to
take a period of time to accomplish. And he suggests, among other
things, attrition.

Well, if T interpret that correctly, then we are not going to see any
serious increase in black agents in this proposed operation in the near
future. I think he is stating it as fairly as he can under the circum-
stances.

Mr. AmBrosg. I think that you will find, Congressman, that there
probably will be & minimum 200 vacancies which will occur in the rela-
tively near future. One of the devices as you know, could be the sched-
ule—the number of expected attrition vacancies, attempt.mﬁ to Te-
cruit for those in anticipation of the vacancies coming up, and one of
the things we are talking about at the present time. That is a difficult
situation. It can be done. It would be in my judgment, a wise thing to
to do it and it is one of the considerations that we are working on right
now. So you may well see, if we can obtain qualified personnel, you
maﬁ«' well see in the very near future a flush of new black agents coming
right in.
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Mr. Raneer. Did you say we may see a flush of new black agents
coming in?

Mr. AMBRrOSE. Yes, sir.

Mr. Ranger. Under what, attrition?

Mr. AuBrosE. Anticipating attrition. There is always a factor of
gtt.riti?on you can pretty well count on, 7 to 10 percent. What is the

ure?

ng. RanaeL. Would you not almost have to mandate those coming
on as being black?

Mr. Ausrose. No. You do not have to mandate at all because we
have a device now, schedule A.

Mr. ConyErs. Are we bringing in the conceptualization of some kind
of quota system?

Mr. RangeL. You cannot have it both ways.

Mr. Auerose. No. I am going to carefully avoid affiliation with any
kind of quota system, Congressman, if you do net mind, but on the
other hand, I think it is imperative to understand that we do have
schedule A appointments that we can make. My recollection

Mr. Ranger. Well, is it firmed up that now the new agency will
have schedule C?

Mr. AmBrosg. Yes. They will assume—BNDD has and everything
that BNDD has goes over to the new agency.

Mr. RangeL. Everything they have now, and is that somewhere in
the making? I mean, how can the Congress know this?

Mr. Ausrose. We can give you a rundown on the exact status of it
very simply.

Mr. RaNGEL. Is it posssible for us to know where we are on this
before June 11? We are talking now about a national effort to combat
narcotic trafficking. We are dealing with the agency that is going to
have 75 percent of the manpower and another agency which is going
to put in 500 or 600 men. They all agree and you agree that they
cannot reach their maximum effectiveness without an increase in
black agents. If this is so, then the war about which we are talking,
the new agency about which we are talking has the troops, but we
have not got the specialists that we need. So why would one support
the merger if it is going to be a continuation of the problems that we
had when the various agencies were decentralized.

Mr. Amerose. Well, I think frankly, and you know, with all due
deference, Mr. Chairman, the statement is unfair. I have said cate-
gorically that we are going to attempt to increase the number of
minority participants in the new agency and we are going to make——

Mr. Raneen. When you say “we” I am thoroughly confused
about whom you are talking.

Mr. Ausrose. I am tall%ing about it right now. We are making
the plans for it. I assure you that the present Attorney General of the
United States is interested in this and I am sure that any subsequent
Attorney General is going to be interested.

Mr. Ranger. Well, could you get those plans before the Congress?

Mr. AmBrose. No. I do not see how I can give you a guarantee
that we are going to hire 37 blacks or anything like that.

Mr. RangeL. I am not talking about a guarantee, Mr. Ambrose.
I am only talking about your goals for the new agency. All of your
goals for the new agency would be in line with changing some of the
mnequities that exist within the present agencies,
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Mr. Ausros. That is exactly what I said in my statement, exactly
what I said in my statement.

Mr. RangeL. Well, can we not get someone to find out what this
new thing that we are going to be supporting in the Congress is going
to have? I mean, do we have to wait?

Mr. Amsrose. What is it you specifically want? If you ask me
specifically what you want I will be gﬁa,d to try to get the Attorney

Mr. RaneeL. First, I would suggest that you get to the subcom-
mittee all the statutory recommendations you wish to make as was
suggested by Congressman Wiggins.

Mr. AmBrosEe. If there are any.

Mr. RangeL. If there are any.

Second, all of the ideas and suggestions that you are making
should be sanctioned by someone we can identify as having some
responsibility for the new agency. That person should say these
recommendations are accepted and they are goals. We do not know
where you are going to be. I will take such a statement from the
new Attorney éeneral, assuming that he has jurisdiction. He will
have jurisdiction, will he not? Can he not get it from the Justice
Department?

Mr. Amsrosk. Try and get it from the current Attorney General. I
do not see any way that the Attorney General-designate can give you
such an assurance.

Mr. RaneeL. Regardless of who it is, do you appreciate that the
Congress would like to know what this new agency is going to do
about this problem before we support it by default?

Mr. Amprose. I thought that was the purpose of my visit here
today and it is exactly what I am trying to give you to the best of my
ability, and I am giving you the maximum assurance, it seems to me,
that 1t is possible to give under the circumstances. Beyond that I
cannot go.

Mr. RangeL. Do you have a time problem?

Mr. Amsrose. No. I will be delighted to stay here.

Mr. RangeL. We have a vote on the floor, and so we will be back
within 15 minutes.

Mr. AmBrose. OK. Great.

[A recess was taken.]

Mr. RANGEL. Mr. Ambrose, I guess we left it that you would make
inquiries from the Department of Justice to see whether or not this
subcommittee can get the feelings of the Attorney General, or whom-
ever you deem proper, relative to favorable consideration of your
suggestions. I suppose we cannot ask more than that.

Mr. Amsrose. Well, I have spoken to the Attorney General in the
interim period of time while you were voting, Mr. Chairman, and the
Attorney General says on the general question, of course, of our in-
tention to try and develop programs which would increase minority
officer participation in the new administration, that he is unequivo-
cably behind me 100 percent on that and that would be the policy.

On the other hand, he says he thinks it would be inappropriate
for him to recommend specific programs to his successor and to say
to you that these will be the programs since he will in all probability
be replaced very shortly. But he is making arrangements for me to see
the Attorney General-designate or members of his staff as soon as
possible relative to this, and I will attempt to get some verification of
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support for the specific programs that we have or at least conceptually
th&idpro ams we have. [See letter at p. 88.]

Mr. RaNGEL. And is there a reorganization plan that is to be or has
been submitted to the Congress? Or is that bein developed?

Mr. AnuBrose. You mean the reorganization plan?

Mr. RangeL. Yes. Structure.

Mr. AMBROSE. Or}glan.izat-ion chart and structure.
Mr., RangEeL. Right.

r. AMBROSE. Yes, sir. We have submitted to the Government
Operations Subcommittee on Legislative and Military Affairs, which
incidentally, this morning reported out the bill favorably, we have
submitted to them an outline of this and, of course, this cannot be in
cement. As you know, an Administrator has got to have some judg-
ment, some responsibility for changing the organizational structure
to meet whatever he thinks the needs are, but generally speaking, I
think we have a functional chart which we have given to the committee
which will be the broad outline of the new agency.

Mr. RANGEL. Are there any questions that Mr. %Viggins might have?

Mr. Wiceins. I have a request, Mr. Chairman. If previously
Reorganization Plan No. 2 has not been made a part of our rec:ord}
request that it be made a part of the record.

Mr. RangeL. So orderecf.

[Reorganization Plan No. 2 follows:]

REeoreanizatioNn Pran?No. 2 or!1973

Prepared by the President and transmitted to the Senate and the House of
Representatives in Congress assembled, March 28, 1973, pursuant to the pro-
visions of Chapter 9 of Title 5 of the United States Code.

LAW ENFORCEMENT IN ILLICIT DRUG ACTIVITIES

Section 1. Transfers to the Aitorney General. There are hereby transferred from
the Secretary of the Treasury, the Department of the Treasury, and any other
officer or any agency of the Department of the Treasury, to the Attorney General
all intelligence, investigative, and law enforcement functions, vested by law in
the Secretary, the Department, officers, or agencies which relate to the suppression
of illicit traffic in narcotics, dangerous drugs, or marihuana, except that the
Becretary shall retain, and continue to perform, those functions, to the extent
that they relate to searches and seizures of illicit narcotics, dangerous drugs, or
marihuana or to the apprehension or detention of persons in connection therewith,
at regular inspection locations at ports of entry or anywhere along the land or
water borders of the United States: Provided, that any illicit narcotics, dangerous
drugs, marihuana, or related evidence seized, and any person apprehended or
detained by the Secret.n.ry or any officer of the Department of the Treasury,
pursuant to the authority retained in them by virtue of this section, shall be
turned over forthwith to the jurisdiction of the Attorney General; Provided further,
that nothing in this section shall be construed as limiting in any way any authority
vested by law in the Secretary of the Treasury, the Department of the Treasury,
or any other officer or any agency of that Department on the effective date of
this Plan with respect to contraband other than illicit narcotics, dangerous drugs,
and marihuana: and Provided further, that nothing in this section shall be con-
strued as limiting in any way any authority the Attorney General, the Department
of Justice, or any other officer or any agency of that Department may otherwise
have to make investigations or engage in law enforcement activities, including
activities relating to the suppression of illicit traffic in narcotics, dangerous drugs,
and marihuana, at ports of entry or along the land and water borders of the
United States.

Sec. 2. Transfers to the Secretary of the Treasury. There are hereby transferred
to the Secretary of the Treasury all functions vested by law in the Attorney
General, the Department of Justice, or any other officer or any agency of that
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Department, with respect to the inspection at regular inspection locations at
orts of entry of persons, and documents of persons, entering or leaving the
nited States: Provided, that any person apprehended or detained by the Secretary

or his designee pursuant to this section shall be turned over forthwith to the

jurisdietion of the Attorney General: and, Provided further, that nothing in this
section shall be construed as limiting, in any way, any other authority that the

Attorney General may have with respect to the enforcement, at ports of entry

or elsewhere, of laws relating to persons entering or leaving the United States.

Sec. 3. Abolition. The Bureau of Narcotics and Dangerous Drugs, including
the Office of Director thereof, is hereby abolished, and section 3(a) of Reorganiza~-
tion Plan No. 1 of 1968 is hereby repealed, The Attorney General shall make
such provision as he may deem necessary with respect to terminating those
affairs of the Bureau of Narcotics and Dangerous Drugs not otherwise provided
for in this Reorganization Plan.

Sec. 4. Drug Enforcement Administration. There is established in the Department
of Justice an agency which shall be known as the Drug Enforcement, Administra-
tion, hereinafter referred to as “the Administration.”

Sec. 5. O fficers of the Administration. () There shall be at the head of the Ad-
ministration the Administrator of Drug Enforcement, hereinafter referred to as
“‘the Administrator.” The Administrator shall be appointed by the President
by and with the advice and consent of the Senate, and shall receive compensation
at the rate now or hereafter prescribed by law for positions of level 111 of the
Executive Schedule Pay Rates (5 U.S.C. 5314). He shall perform such functions
as the Attorney General shall from time to time direct,

(b) There shall be in the Administration & Deputy Administrator of the
Drug Enforcement Administration, hereinafter referred to as “the Deputy
Administrator,” who shall be appointed by the President by and with the advice
and consent of the Senate, shall perform such functions as the Attorney General
may from time to time direct, and shall receive compensation at the rate now
or hereafter prescribed by law for positions of level V of the Executive Schedule
Pay Rates (5 U.8.C. 53186).

()(YJ) The Deputy Administrator or such other official of the Department of
Justice as the Attorney General shall from time to time designate shall act as
Administrator during the absence or disability of the Administrator or in the
event of a vacancy in the office of Administrator.

Sec. 6. Performance of transferred functions. (a) The Attorney General may
from time to time make such provisions as he shall deem appropriate authorizing
the performance of any of the functions transferred to him by the provisions of
tl’p}- Reorganization Plan by any officer, employee, or ageney of the Department
of Justice.

(b) The Secretary of the Treasury may from time to time make such provisions
as he shall deem appropriate authorizing the performance of any of the functions
transferred to him by the provisions of this l{enrganjmtion Plan by any officer,
employee, or agency of the Department of the Treasury.

Sec. 7. Coordination. The Attorney General, acting through the Administrator
and such other officials of the Department of Justice as he may designate, shall
provide for the coordination of all drug law enforcement functions vested in the
Attorney General so as to assure maximum cooperation between and among the
Administration, the Federal Bureau of Investigation, and other units of the De-
partment involved in the performance of these and related functions.

Sec. 8. Imcidental transfers. (a) So much of the personnel, property, records,
and unexpended balances of appropriations, allocations, and other funds employed,
used, held, available or to be made available in connection with the functions

transferred to the Attorney General and to the Secretary of the Treasury by this
Reorganization Plan as the Director of the Office of Management and Budget
shall determine shall be transferred to the Department of Justice and o the
De;]mrt,ment, of the Treasury, respectively, at such time or times as theDirector

shall direct.

(b) SBuch further measures and dispositions as the Director of the Office of
Management and Budget shall deem to be necessary in order to effectuate trans-
fers referred to in subsection (a) of this section shall be carried out in such manner
as he shall direct and by such Federal agencies as he shall designate.

Sec. 9. Interim Officers. (a) The President may authorize any person who,
immediately prior fo the effective date of this Reorganization Plan, held a position
in the Executive Branch of the Government to act as Administrator until the
office of Administrator is for the first time filled pursuant to the provisions of
this Reorganization Plan or by recess appointment as the case may be.
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(b) The President may similarly authorize any such person to act as Deputy
Administrator.

(c) The President may authorize any person who serves in an acting capacity
under the foregoing provisions of this section to receive the compensation attached
to the office in respect to which he so serves. SBuch compensation, if authorized,
shall be in lieu of, but not in addition to, other compensation from the United
States to which such person may be entitled.

Sec. 10. Effective date. The provisions of this Reorganization Plan shall take
effect as provided by section 906(a) of title 5 of the United States Code or on
July 1, 1973, whichever is later.

Mr. Wigeins. And if the chart of the proposed new agency is
available and has not yet been made a part of our record, 1 request
that it also be included.

Mr. RanGEL. So ordered.

[The chart referred to follows:]

UNITED STATES DEPARTMENT OF JUSTICE
DRUG ENFORCEMENT ADMINISTRATION

QHice of Inspection

i ADMINISTRATOR
n@culiv 1
r Evalustion & Planning

DEPUTY ADMINISTRATOR

Public Intormation

L

Congressional Relations

i
|
l

Director of
Administration
and
Nanagement

v
}
Director of l
Research and Director of .
Technology Training
Deveiopment | :

M

! 1

Assistant Assistanmt
Administrator Administrator
Investigation & Intelligence
Enforcament

Apnl 5, 1973 Regional
Otfices

Mr. Wieains. A concluding comment, Mr. Chairman. I hope that
Congress will not throw the baby out with the bathwater. The reor-
ganization is entitled to be judged on its merits as a useful tool in
combating drug violations and its hiring practices and recruiting
Eract.ices are obviously important and we should deal with that subject,

ut it is, in my judgment, not a reason for rejecting what would
otherwise be a usefu% coordinating tool for combating this serious
social problem.
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Mr. RangeL. Counsel.

Ms. Rosinson. Yes, I do have a couple of questions.

You had indicated that your Deputy Director would be involved
with the equal employment opportunity program and I was wondering
if you could just familiarize us with his background.

Mr. Ausrose. My Deputy Director who is now doing it?

Yes, ma’am. He is the Deputy Special Assistant Attorney General.
Prior to that—well, let me go back first.

His name is John R. Bartels, Jr, He is from New York. He is a
graduate of Harvard Law School, served as Assistant U.S. Attorney,
southern district of New York, for some 5 years or so under Mr.
Robert Morganthau, served as the first chief of the strike force in
Newark, N.J., which I think most of you realize was a rather successful
operation.

He served for a short period of time as counsel to Governor Rocke-
feller’s committee for examination into the affairs of the city of New
York and then has served since February or March of last year as
Deputy Director of this organization.

Ms. Ropinson. Do you have any way of estimating the amount of
time that it would take, if the reorganization plan does go into effect,
to develop the affirmative action program for the new agency?

Mr. AmsrosE. I would hope to have it developed before the agency
went into effect.

Ms. Rosinson. So would that place its development within the
timespan of, roughly, June 11 to Jufy 1?

Mr. AuBrose. No. I do not think it is being developed right now. I
think that is exactly what I tried to say this morning, that we have

actually had many working on this for some period of time. So the
plan is being developed.

Whether 1t will be finally completed, if that is your question, it would
be somewhere between June 11 and July 1.

Mr. Rangen. Have you agreed on an Administrator?

Mr. AmBrosE. I am not at liberty to involve myself—that is a
Presidential appointment, Mr. Rangel. I do not think I had better
get involved in that.

Mr. RangeL. Is the President recruiting?

Mr. Auprose. The President and his staff are actively looking for
somebody to fill these slots,

Mr. RanceL. How many slots will there be?

Mr. AmBrosE. Three. Presidential appointees. Two in the ad-
ministration and one in the Department itself, the Assistant Attorney
general’s spot.

Mr. Raneer. Has he got an Equal Employment Opportunity staff
adviser?

Mr, AmBrosE. The President?

Mr. RaNGBL. Yes.

Mr. AmBROSE. I think you will have to ask him, Mr. Rangel. Maybe
I should claim executive privilege.

Ms. Rosinson. May I continue, please.

Mr. RangeL. Sure.

Ms. Rozsinson. I have before me and have furnished to the subcom-
mittee a one-page proposed affirmative action program for the Drug
Enforcement Administration. You indicated that the plan is in the
process of being developed and I am wondering if there is a written
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document more substantial than what we have in front of us now. If
there is, can it be furnished to the committee?

Mr. Ausrose. No. I do not know if we have any more substantial
lengthy documents. I am not really interested in lengthy documents,
ma’'am. I am interested in some action to get some agents into this
thing and, frankly, I do not really think we need any extensive plan,
if you want my honest judgment about it, and I am sure you do.

I know what we have to do if we are going to do it. We have to have
a commitment to gefting these agents on board and actively seeking
them out and moving the agents from schedule A—moving them on to
the regular roster, have them qualify.

Mr. RangeL. I thought you had a new schedule. I was going to
check with BNDD.

Mr. AmBrosE. I would like to make up a few new schedules.

Mr. RaneeL. Schedule A has not proven too successful in this area.
I thought there was a new schedule.

Mr. AmBrosE. I do not know why it has not. In years gone by in the
Bureau of Narcotics it was very successful. I administered schedule A
employment in the Department of the Treasury in the fifties and it
was very successful. That is when we had a substantial number

Mr. Raneen. We go back to the same question as to who would be
the Administrator.

Mr. AmBrose. Well, I do not know why it is not successful. There
may be a variety of reasons all of which a1e adequate, I do not know,
but I am sure that if we coupled the schedule A with the removal of the
absolute minimum requirement of the college degree and the substitu-
tion of law enforcement experience, we can achieve the objectives that
I am committed to.

Ms. RoBinson. One final question I wanted to raise with you. You
spoke of your lack of interest in lengthy documents, which I can cer-
tainly appreciate, and your interest in commitment and action. I be-
lieve your statement before this subcommittee pledged a personal
commitment, but I am wondering whether or not at this time there is
an institutional commitment as well.

Mr. AmBrosg. I think I just mentioned a few minutes ago—I spoke
to the Attorney General of the United States during the recess when
the chairman and members of the committee were voting and he
echoed the institutional commitment without any equivocation
whatsoever. His point was again, however, as to specific items that
have to be done, he did not think it would be appropriate for him at
this time as in effect a lameduck to commit his successor, but that he
is making arrangements for me to see his successor, and maybe we
can get that kind of a commitment out of him if he so chooses or at
least anticipate or hopefully anticipate that we may be able to get
it out of him when he is nominated and confirmed—or confirmed; he
has been nominated.

Ms. Rosinson. Thank you.

Mr. Ranger. Mr. Wiggins?

Mr. Wigeins. No further questions.

Mr. RaxgeL. Is a career board included in the new setup?

Mr. Amsrose. It is one of the things that we have to—there will
be a career board. There will have to be a career board.
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Mr. Raneen. Will there be minorities included on the career
board?

Mr. Amprose. I do not know if—I think it is one of the things
that Mr. Bartels spoke to me about, Mr. Rangel. I do not know
whether we can say specifically that there will be minorities—we get
into a real quota problem there.

Mr. Ranger. Will there be blacks on the board?

Mr. AmBrosg. I do not know. I really do not know whether there
will be at this point because there is no way of saying there will or will
not be,

Mr. RaneeL. I want to thank you on behalf of the subcommittee.
Your answers certainly did not come as a surprise to me, since you
have actively and vigilantly fought for the rights of all people in your
long history of public service and we hope, and I know you do, that
your suggestions will be well received by whomever the administrator
18. Again, I cannot overemphasize the suggestion made by Congress-
man Wiggins that if there is any legislation that you find would be
helpful in reaching the goals which we want the new organization to
reach, certainly we would welcome them. Also, any statements from
the administration in support of your testimony here today will assist
us in terms of supporting the program.

[The prepared statement of Mr. Ambrose follows:]

STaATEMENT BY MyLES J. AMBROSE

Mr. Chairman and distinguished members of the subcommittee, I am pleased to
have this opportunity to testify today about proposed DEA equal employment
goals and programs. As you may well know, this area of narcotics law enforcement
is somewhat unique in terms of its need for resourceful, effective programs for
equal employment opportunity. Naturally, those of us in the narcotics field wish
to do everything possible not only to conform with existing legal mandates con-
cerning minority opportunity, but also to carry these c¢fforts beyond mere
legal mandates where possible. A compelling factor is the purely practical neces-
sity for us to take affirmative measures to ensure that tlhe rsn[:s of narcotics
enforcement personnel include sufficient numbers of minority group members to
wage an effective war against the drug menace.

It is an accepted fact, and well known, that a substantial number of narcoties
law violators come from minority communities across the country. It is an equally
accepted fact that it is these very minority communities—the men, women and
children living and working there—who most feel the consequent social costs that
hard drug addiction and trafficking breed.

We must depend on minority communities in a number of ways if we are going to
solve the problem of drug abuse—and we are. We must recruit agents from mi-
nority communities at a greater rate than we have been. We must appeal to the
communities themselves to help us in our mission—and what better way to
demonstrate our good faith in this regard than in vigorous minority recruitment

TOErams,
&Addit ionally, as a purely practical matter, we need to have substantial numbers
of investigative personnel from these same minority groups if we are going to be
able to effectively infiltrate distribution organizations and build successful cases
against their members.

Let me emphasize that T am personally pledged to see in planning the transition
to the new Drug Enforcement Administration, that from its inception it will be
armed with effective programs for minority employment and promotion. My
deputy director at DAEE, John R. Bartels, Jr., has been given this responsibility

as kmu- E!anm‘ng goes forward, and has been doing precisely that as the program
takes shape.

Without being critical of previous efforts, I am not at all satisfied with our
progress in this area to date. I understand that the Subcommittee has been
provided copies of current equal employment rg)gortunity statistics and affirmative

action programs for BNDD, DALE, and NI. These programs have been
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somewhat successful, but we plan to see that more is done through the new
Administration.

The first step in this direction is to place the responsibility for minority oppor-
tunity under the direct jurisdiction of the administrator. Until we have effective
recruitment programs in operation throughout the country, and a sufficient
number of minority supervisory personnel in the regional offices, these matters
should be handled through headquarters, by personnel reporting directly to the
administrator,

In terms of actual recruitment programs, we are looking into numerous possible
approaches during the reorganization period and the period of initial operation
o? the Drug Enforcement Administration:

We have asked numerous enforcement officials to identify minority enforce-
ment personnel within their jurisdiction who might be suitable for advance-
ment to agent positions;

We are investigating the possibilities of an active college recruitment
program, as well as the possibility of substituting the college degree require-
ment with a given number of years of police service, for instance, for those
who did not have the opportunity to go to college:

We are maintaining active liaison with the Law Enforcement Assistance
Administration, which has funded numerous minority recruitment programs
for state and local governments, to find out the kinds of such programs that
are meeting with success;

We are developing lists of possible contacts in educational institutions
with large numbers of minority students, community organizations specializ-
ing in minority affairs, and other minority oriented groups which could
assist in reeruitment of minority personnel.

In short, DEA will be firmly committed not only to fulfilling the letter of the
law, but its spirit as well; not only to a policy of non-discrimination, but to
positive action for minority opportunity, and not only to support for the items
nofed in the proposed Affirmative Action Program, but to exploring any and all
innovative programs which might aid DEA in attaining full equal employment
opportunity status as soon and as expeditiously as possible.

This concludes my statement, Mr. Chairman. I shall be happy to answer any
questions which members of the Committee may have.

Mr. Rangen. We are about to conclude unless the Congressman
has any questions.

Mr. Conyers. Mr. Chairman, I do not have any questions. I thank
you very much for permitting me to join this distinguished subcom-
mittee.

Mr. Rangen. Then the subcommittee will stand in recess until
such time as the Chairman calls it into session.

[Whereupon, at 12:50 p.m., the subcommittee was recessed, subject
to the call of the Chair.]

[Subsequent to the recess of the subcommittee, the following letter
was received pertaining to testimony at p. 82.]

OrrFicE oF THE ATTORNEY (GENERAL,
Washington, D.C., May 18, 1375.
Hon. Cuarnes B. Ranger,
Bankruptey and Civil Rights Oversight Subcommitiee of the Judiciary Commiliee,
House of Representatives, Washinglon, D.C.

Dear Mr. Rancer: I have reviewed with Myles J. Ambrose, Special Assistant
Attorney General, the concerns of the Civil Rights Oversight Subcommittes
which were expressed during the proceedings on May 10, 1973. I am pleased to
affirm that it will be the policy of the Department of Justice to seek every possible
means to increase significantly the number of Black and other minority group
agents employed by the proposed new Drug Enforcement Administration. This
is a compelling objective which is an absolute necessity in order to insure that the
ranks of narcotics enforcement personnel include sufficient numbers of minority
group investigative agents to carry ount effective programs.
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Mr. Ambrose testified, the transitional planning includes the development
grams to achieve this objective. For example, we are considering the substi-
1 of enforcement experience for some of the more traditional educational
ements, and placing the responsibility for implementation of minority
ment programs directly upon the Administrator and his Deputy. We are
mining any legal impediments which may be subject to correction either by
lation or action of the Attorr General. We are also maintaining and de-
g liaison with minority-oriented groups which may be of assistance in
tion and recruitment of minority agent personnel.
I have reviewed this policy with Attorney General Designate Richardson,
1 1 am ple d to report that he has indicated his own commitment to and
ort of this policy. He has stated that, subject to his confirmation as Attorney
al, he is prepared to take steps of his own to see that this policy is imple-

Sincerely,
Ricuarp G. KLeINDIENST.







APPENDIXES

APPENDIX 1

Proposed Aflirmative Action Program for DEA

As a bureau, DEA will be required to develop an EEO program including:
1. Selection of full-time positive EEQ action coordinator.
2. Development of formal EEO plans of action.
Designation of an EEO officer and a sufficient number of EEQ counselors

4. Designation of Federal Women’s Program coordinator.

5. Designation of a coordinator for the 16 Point Program for the Spanish
Speaking.

6. Participation in the Department’s personnel and EEOQ evaluation
program.

7. Participation in the Department’s training and employee development
programs.

The DEA EEO program, like those of the other bureaus will speak to the 8
positive action areas outlined by the Civil Service Commission and the De-
partment.

As the largest organization affected by the proposed merger, BNDD’s EEQ
orogram will probably serve as a base for development of the DEA program.

oth ODALE and ONNI are currently a part of the EEQ program for legal and
administrative activities.

(81)




APPENDIX 2
BACKGROUND INFORMATION FOR MINORITY GOALS ESTABLISHED FOR CY 1073

I. Recruitment Goals
Special Agents

Project 103 additional special agent minority members than were on-board
6/30/72 for a total of 213.

Already hired 29 in Class #26 and #27.

Must hire 74 more by 12/31/73.

Budget calls for 350 positions in FY-74.

Estimate three classes by December 31, 1973 totaling 175 agents. The projection
is for 74 or approximately 42% to be minorities.

Compliance Investigalors

Projeet 50 additional compliance investigator minority members.
Budget calls for 66 in FY-73 and 69 in FY-74 for a total of 135.
Estimate is for 101 total hires by 12/31/73.

Projection is for 50 of the total hires to be minorities.

Chemists

Project five additional chemist minority members.
FY-74 budget calls for 22 positions.
Estimate a total of 11 total hires by 12/31/73. Five should be minority members.

Clerieal

Project 70 additional clerical minority members in the series specified.
FY-73 budget calls for 22 }msitions and FY-74 budget calls for 239.

Expect 142 total hires by 12
members.

Professional/ Technical

Project 12 additional professional/technical hires in the series specified.

FY-74 budget ealls for 70 professional/technical positions.

Expect 35 total hires by 12/31/73. Twelve of these should be minority members.
I1. Occupational Minority Goals

Series selected have none or a relatively low number of minority group members,

Current percentage of representation is 8.5%.
Goals established will raise this to 13.1,

IIl. Grade Level Goals

Promotion plan ecalls for a total of 316 promotions from GS-7 through GS-12
and 120 promotions projected for GS-5 and below.

Increase of 120 minority representation in grades GS-1/5 is based on 70 clerical
and 50 compliance investigator new hires.

Significant figure is 120 increase in population between GS-6/12 grade range.

With 12 professional/technical, 5 chemists and 74 special agents for a total of 91
new hires in the GS-6/12 grade range, this means we expect 29 promotions from
the GS-1/5 to the GS-6/12 grade range.
IV, Hiring Goals by Geographic Area

Based on regional configuration, ADMP feels that the Regional area comprised
of New York, Philadelphia, Chicago, and Detroit should be responsible for re-
cruiting 60% of the total minority members hired; New Orleans, Baltimore and

Miami area for 20%; Los Angeles, Denver, and Dallas area for 159 and Seattle
and Kansas City area for 5%.

31/73. Approximately  or 70 should be minority

(92)
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V. Although we established overall rather than individual minority group mem-
ber goals, for purposes of the DOJ submission, it is expeeted that ADMP will
establish individual minority group member goals which will be maintained in-
ternally

The objective of the overall goals was to have 209 total minority group member
representation in BNDD by 12/31/73. Current representation is 11.8.

Attached is a statistical summary of the analysis of minority employment in
BNDD as of 6/30/72.

Further in-depth analysis is required to determine specific problem areas by
organizational units,

MINORITY EMPLOYMENT AS OF JUNE 30, 1972

Number Percent

ke . ! 9.9
Spanish-surnamed. ... . 239

o TTH T S L [N W L e B sl P 5 02
Oriental

Total employment

Gs-6/12 GS-13/15

91 17
Spanish-surnamed : 2 39 18
American Indian. .. 3 0
O s L e R e T 2

37

Total employment " { 493
Percent

-
wrall =~ o~oo

EMPLOYMENT BY SERIES

Clerical 203, Administra-
301, 305, 312, tive/profes-
316, 318, 322, sional 201,

1531 510, 341, 905

Black oo
Spanish-surnamed
American Indian. .
Ordentel ..o b e

[ [, PR

Total employment.....
Percent

97-780—T78——T
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'PENDIX 3

BNDD EEQ AFFIRMATIVE ACTION PLAN, CALENDAR YEAR 1973

Action item

. Organization and
A, Assign at

nel Offi- June 1, 1973,

May 1, 1973,

1al Direc-

Bureau Personnal

inel Officer. June 1, 1973,




ve or Pe

Regional Directors. .- May 1, 1973,

Regional Personnel Officer........ el i /. Da.

All officials with selection auth

nal administralive or personnel of-
ficer Chief Chamists.

ve
tion
made
office
n
Bureau personnel officer. ....cocemsem=eee Marchl, 1973,

GS-7 or equiv.
fy employ
ulilizet

May 1, 1973,

nnually,

Hng

1973.

e M ot o | TOUNEN L

onal administrative or personnel Mar. 30, 197 3
er.

e Mayl,

Do
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BNDD EEO AFFIRMATIVE ACTION PLAN, CALENDAR YEAR 1973—Continued

Action ilem

Responsible official(s) Target dale

IV. Enhancement of employes skills:

A. Consider and, if feasible, implement pro-
grams prepared by the Depariment to pro-
vide avenues for employes development.

B. Assure that goals of the public service careers
program are met, including training for 23
upgrade component participants during
fiscal year 1973.

C. Document specilic actions to correct identified
deficiencies in employees’ performance
through training, counseling, or other efforls.

D. Insure at time of monthly evaluation that
employees are aware and avail themselves
of courses offered by CSC and other agen-
cies designed to improve their work per-
formance or to gain new skills which can
qualify them for higher graded positions.

E. Prior to final approval review all training re-
quests to insure that full consideration is
given to minorities and women in executive
training such as attendance at Executive
Seminars Cenlers and Federal Executive
Institute.

V. Training, advice, incentives:

A. Quarterly review EEO activity reports includ-
ing statistical data from the semiannual
minority group employment census to deter-
mine if supervisors are eligible for EEO
achievement awards.

B, Evaluate the effectiveness of EEO training be-
ing given to supervisors and managers and
discuss resulls with EEO Officer and Person-
nel Officer.

C. Quarterly review each record of investigation
and hearing on complaints of discrimination
originating within the Bureau to determine
if additional EEO training is indicated for
individual supervisors or groups of super-
visors or for entire organizations and recom-
mend appropriate training to Assistant Di-
rector for Training,

D. Issue instructions to Regional Directors,
Chief Chemists and office heads and provide
specific and practical guidance on methods
to create upward mobility for employees
with potential for further advancement.

E. Establish realistic and fair criteria for evalu-
ating supervisory pur\‘nrmance in EED.

F. Require all supervisors receive training to
give them understanding of and sensitivity
to the objectives of the EEO program and the
needs and aspirations of individual em-
ployees, At mmnmurn. supervisors will
Et['tgnd the CSC course “‘Supervisors Role in

G. Require the Federal Women's Program Co-
ordinators attend the CSC course “EEO for
Federal Women's Program Coordinators”,

H. Analyze promotions, training, awards, and
other personnel actions by minority group
and sex to ascertain disparities and take
corrective steps. Special consideration
should be given to situations where actions
on minorities does not measure up to poten-
tial represented on the work force.

I. Develop and implement an orientation and
training Eroglam in personnel administra-
tion for EEO program staff persons,

VI. Community activities:

A, ldentify Bureau minority and nonminority
representatives who wish to participate in
minority %:oup conferences and activities,
e.g., Black Expo, drug abuse programs,
etc., and establish schedule for visits to
minority and women's organizations in the
communr:’y

B. Identify and advise minority colleges of !ha
names of employees who are il
lecturers or who can provide counseling to
their students,

Bureau personnel officer......ceeeeean... Aug 1, 1973,

Py, meemen==ane= JUNE 30, 1973.

Performance rating officials......ceeeo.... NLT 10 days
after the
close of each
month.

it Y A i S A e s el e e May 10, 1973,

and by the
10th of each
month
thereafter.

Regional Directors, Chief Chemists, and Mar. 15, 1973
office heads. and continu-
ing.

Bureau Personnel Officer. ... _...._..__._ Mar. 31, 1973,
June 30,
1973, Sept.
30, 1973,
and Dec. 31,
1973,
Assistant Director for Training. - .evvuez-.- June 30, 1973,
Dec. 31,
1973,

Mar. 31, 1973,
June 30,
1973, Sept.
30, 1973, and
Dec. 31,
1973,

EED Officer

June 30, 1973.

May 1, 1973,
Bureau Personnel Officer, Regional Ad- Dec. 31, 1973.
ministrative or Personnel Officers, and
Chief Chemists.

EED Officer and Regional Directors Aug. 31, 1973.

Regional Directors l\l'la¥I S and by
the 5th of
each month

thereafter.
Bureau and regional personnel officers Aug. 1, 1973,

EEO officer, regional personnel officers. ... May 1, 1973.
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BNDD EEO AFFIRMATIVE ACTION PLAN, CALENDAR YEAR 1973—Continued

Action item

Responsible official(s) Target date

Vl. Community activities—Continued

C. Update fair housing information maintained
in each personnel and administrative office
and provide needed information to em-
ployees in advance of their entrance-on-
duty.

Vil. Program assistance and evaluation:

A, Meet periodically with EEO Action plan co-
ordinators to review progress on action
plan items and to msof\re problems which
may exist as well as to exchange and ex-
plore new ideas to further the EEO program.

B. Prepare and submit EEO Action Plan evalua-
tion report to CSC with copy of the annual
EEQ Affirmative Action Plan.

C. Prepare annual EEQ program evaluation
report which will be distributed to all
Regional Directors and office heads.

Vill. Discrimination complaint processing:

A, Notify employees of names, rooms and
telephone numbers of the EED Counselors
sarving their organizations.

B. Review promptly the action taken on each
formal complaint of discrimination and
make report to Bureau Director,

C. Authorized officials will receive and forward
complaints immediately to the EED Officer,

IX. Special action programs:

A. Recruit and consider minority group and
women applicants for such programs as:
Neighborhood Youth Corps, work incentive
programs, etc. Numerical hiring goal
should be established.

B. Provide training for supervisors of summer
employees to acquaint them with th
objectives of summer employment pro-
grams and appropriate work assignments.

Bureau and regional personnel officers. ... At time offer
letter is
sent or
sooner.

EEOD officer. ......... Sept. 30, 1973,
and quar-
terly there-

after.

. Feb.1,1973.

Regional Administrative Officers..........

B CIORY. . e ol e b e s e wama e DOC ST INTEL

EED Officer, Regional Personnel Officer Within 10
days of
chamie.

3200, 1| S———————— | ]

days after
investigation
is com=
pleted.

Regmnal Directors, Chief Chemists, EED Upon receipt.

flicer, and Federal Women's Coordina-
tors.

Regional Personnel Officers, Chief Chemists_ June 1, 1973.

June 1, 1973,




ArPENDIX 4

U.S. Customs Principal Field Offices Coverad
Customs Re Bos 1 al Counsel 3 : Customs A cy Service, District No. 1, Boston,
Mass.; Customs Agen uffa { 1al Director ity and Audit, Boston, Mass,
JULY 1, 1972 THROUGH JUNE 30,1973
EQUAL EMPLOYMENT OPPORTUNITY AFFIRMATIVE ACTION PLAN
OBJECTIVE 1: TO ADMINISTER THE OBJECTIVES AND RESOURCES OF THE BUREAU IN A POSITIVE AND EFFECTIVE
MANNER

Target date

Responsibla official(s)t

May 2, 1973.
Apr, 30, 1973,

e aras s, OTH 20T B
Do.

EED Counselors....

- Principatl Field

- April 1973.




EQUAL EMPLOYMENT OPPORTUNITY AFFIRMATIVE ACTION PLAN—Continued

OBJECTIVE 11: TO INSURE THAT RECRUITMENT ACTIVITIES ARE DESIGNED TO REACH AND ATTRACT JOB
CANDIDATES FROM ALL SOURCES—Continued

Action

Responsible official(s) ! Target date

2, Maintain existing contracls with the following groups:
fl, T-M P, J\ul D, National All

¥, Suffolk

|l ams College, Civil Service Commi
erally Employed Women, Unive
Massachu ‘E] 5 fpustun au'i .Cur lreers U. and
I-‘eww S .

||l,, Nz.ﬂL.P ‘wll

ally Employed Wor

lew York st Buffalo, Canisius Colleg

Niagara University.

€. In Maine, at the University of Maine Branc
in Portiand, i‘uf-' C
A

1s!|u'g State Univ sity of New York at
Plattsburgh; State ersily at Potsdam;
Clarkson University : St. Lawrence University;
Agricultural and Technical College, (,mﬂun
and Chief Joseph, Mohawk Indian Tribal
Council,
8. In Conneclicut, Fairfield University, Quinnipiac
College, and Mew Haven College.

f. In Rhode Island, Providence College, Brown
University, and Rhode Island Coliege of Edu-
cation,

£. In Vermont, St. Michael's College, Trinity Col-
lege, University of Vermont, Champlain Col-
loge, Johnson State Lﬂllﬁgc and Vermont
lnu]l-J,"nr_s.! Security Office,

3. Parlicipate in Job Fairs and Career

and other
activities which w II i

s:.; of

Uum
¢

ment for
infort

w York's
or Spanishe

act the Cardin
!’-’O[lf‘ in ‘.w

al needs in terms of the number of
ial Al and Clerk-
vork force.

ish-surnamed and
of the 1\.'=|I' ability

Footnotes at end of table,

District Director, Personnel Officer, EEOO,
EEQ Lrur~e or, Federal Women's Pro-
gram _ Coordinalor, Spanish-Surnamed
Cno:dm.‘rlur.

Apr. 2, 1973,

Personnel DIT!L.r EE0O,
, Federa 5 Pro-
panish- ...er
, Buffalo, D

District Director,
[

e
"lncl L[O

or, Personnel Officer, Place-
20 EEODD, EEO Counselor, Bos-
ton, Port Directors.

District Director, Personnel Officer, EEQO,
EEOQ Counselor Buffalo, Placement Of-
ficer, Port Ditectors.

District Direclor, Personnel Officer, Place-
ment Officer, EE0O, EED Counselor, Bos-

on, Port Directors.

[]i<1r|ct ‘Director, Personnel Officer, Place-
ment Cfficer, kEOO EED C»ounselor Bos-
ton,

Distriet Director, Personnel Officer, Place-
ment Officer, EEQQ, EEO Counselor, Buf-
falo, Port Directors.

Do,

Da.

Do.

District Director, Boston, Parsonnel Officer,

Dec. 1, 1972,
Placement Officer, EEQQ, EED Counselor.

tor, Boston, Personnel Officer,
unselor, Placement Officer,
Surnamed Uzndllntor

Apr. 2, 1973,

Assistant Regional Commissioners, Dis- Apr. 30, 1973,
trict Directors.

Principal Field Officers, Personnel Officer,

Fab, 28, 1973,
District Directors, EEOO, EEO Counselors,
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EQUAL EMPLOYMENT OPPORTUNITY

OBJECTIVE 11: TO INSURE THAT RECRUITMENT ACTIVITIES ARE DESIGNED TO REACH AND
CANDIDATES FROM ALL SOURCES—Continued

AFFIRMATIVE ACTION PLAN—Continued
ATTRACT JOB

Action

Responsible official(s) Target date

7. Establish Co-op Work Study arrangements for place-
ment of minority and female students. Goal will in-
clude 2 minority and 1 female students.

8. Increase Customs participation in special employment
and enrollee programs intended to improve oppor-
tunities for the economically, educationzlly, and
physically disadvantaged. Goal is to exceed the 3
females hired under the back-to-school program in
fiscal year 1972 for a total of 8 in fiscal year 1973,
includirg 5 females, which is a 6657 percent increase
and 5 minorities, which is a 669 percent increase.

9. Establish work-study arrangements under Labor
Department furding for 5 students in fiscal year
1973. Special emphasis will be placed on minerity
and female participation. Goal will include 2 females
and 3 minorities.

10. Continue efforts aimed at the recruitment and hiring of
American Indians, Goal is to hire 1 American Indian,

1L Indicate individually the minority and female par-
ticipation within the total number of FSEE positions
authorized for fiscal year 1973, Goal is 6 FSEE's fo
include 4 females and 2 minorities,

12. Identify entry level support type positions such as
Laborer and File Clerk for purposes of recruitirg
minorilies and females. Goal is 2 minorities and 2
females.

Distrlc!lbireclur, Boston, District Director, Apr. 2, 1973.

Buffalo.

Assistant Regional Commissioners, District

Do.
Directors,

Distric! Director, Portland, District Director,

Apr. 15, 1973.
uffalo.

District Director, Portland, District Director,
Ogdenshurg.

Assistant Regional Commissioners, District
Direclors.

June 15, 1973,
Do.

e IR e o e e S Nay 15, 1973.

OBJECTIVE 111: TO ASSURE THE FULLEST POSSIBLE UTILIZATION OF THE PRESENT SKILLS OF EMPLOYEES. TO
INSURE THAT EQUAL OPPORTUNITIES ARE AVAILABLE TO ALL EMPLOYEES TO ENHANCE THEIR SKILLS, PER-
FORM AT THEIR HIGHEST POTENTIAL, AND ADVANCE WITH THEIR ABILITIES (UPWARD MOBILITY) 2

1. Develop new training courses and educational programs
to upgrade skills of lower-graded employees as re-
quired. Goal is to have 20 employees participate,

2. Examine occupational structures to identify dead-
end jobs, job mobility bottlenecks and positions
where minority groups and women are over-repre-
sented and underutilized.

3. Redesign where possible dead-end jobs, mobility
bottlenecks and positions to provide channels for
mobility into higher positions and build in potential
for expansion of rewards within the job itself,

4. Redesign technical, nonprofessional, and professional
jobs to provide career enhancement opportunities,

5. Establish a “'skill bank” for identifying minority em-
ployees against available job opportunities.

Personnel Officer, Training Officer, EE00.. June 15, 1973.

Personnel Officer, Classification Officer,

Placement Officer, Training Officer,
EEQO.

Do.

Personnel Officer, Training Officer, Place- May 1, 1973,
ment Officer, EEOO,

OBJECTIVE IV: TO UTILIZE THE INCENTIVE AWARDS AND PERFORMANCE EVALUATION PROGRAMS TO SUPPORT
THE EQUAL EMPLOYMENT OPPORTUNITY CONCEPT

1. Supervisors and managers will be evaluated on perform-
ance in the EED area in conjunclion with the guide-
lines contained in Bureau of Customs Circular PER-
16-EEO dated Oct. 25, 1972,

2. Recognition will be given to supervisors and managers
who contribute notably to the success of the EED Pro-
gram. Chapler 430, Customs Personnel Manual,

3. Counsel supervisors who

are ineffective in promoting
the EEQ program.

4. The EEO program and complaint procedures will be part
of the Supervisor Training Course.

5. Supervisors will be required to participate in periodic
meetings and seminars to insure that all supeivisory
and management personnel are continuously mindful
of the sensitivity to the EEO program.

6. Orientation of new employess will include information
on the EED Action p and EEO ¢ laint pro-
cedures along with p for ad t

Principal Field Officers, Personnel Officer... During per-

formance
rating period
and con-
tinuing.
Principal Field Officers, District Directors, Performance
EECO. rating pe-
riod and con-
tinuing.
During per-
forma ce
rating pe-
riod and con-
tinuing.
Continuing.

Do.

Principal Field Officers, Personnel Officer,
District Directors, EEQQ.

Personnel Officer, Training Officer, EE0D.

Principal Field Officers, Personnel Officers,
District Directors, EEQQ.

Personnel Officer, District Director, Training

Do.
Officer, Placement Officer,

Footnotes at end of table.
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EQUAL EMPLOYMENT OPPORTUNITY AFFIRMATIVE ACTION PLAN—Continued

OBJECTIVE V: TO BE SURE THAT TOP MANAGEMENT IS INVOLVED IN COMMUNITY PROGRAMS WHICH HAVE A
POSITIVE EFFECT ON EMPLOYABILITY

Action

Responsible official(s) ! Target date

1. Cooperate with other Treasury Bureaus through Federal
Executive Boards and Associations in spearheading
community action projects which have a positive effect
on employability, In the absence of Federal Executive
Boards or Associations Regional officials will assume
leadership in spearheading such Community Action
Programs,

2. Participate in Federal Executive Board luncheon discus-
sions and workshops on various aspects of EEO pro-
gram,

Principal field officers, district direclors,

As appropri-
port directors,

ale,

District directors, personnel officer, EEQO,

September
EEO counselor,

1972 and
continuing
monthly.

OBJECTIVE Vi: TO PROVIDE FOR THE ESTABLISHMENT AND MAINTENANCE OF AN INTEGRAL PROGRAM EVALUA-
TION SYSTEM

1. Evaluate program annually
2. Maintain and analyze statistical data on employment of
minority group and female employees.

Personnel officer, EE0O._ .. ........... April 1972,
2 2 ¢ S NI N SRR e Quarterly.

0 BJECTIVE VIl: TO INSURE PROMPT, FAIR, AND IMPARTIAL PROCESSING OF COMPLAINTS OF DISCRIMINATION
AND PROVIDE EED COUNSELING

1. Implement EEO program and handle complaints of dis-
crimination,

2. If the facts disclose that there has been discrimination
disciplinary and corrective action will be taken.

3. Publicize names and necessary information regarding
Departmental, Bureau, and Regional EEQ Officer and
Counselors.

4. Counselors will be designated lo provide service to all
districts and will be trained as needed. Replacements
will be designated as required. Publicize the complaint
processing system to all employees.

5. Review adequacy and competence of all personnel having
complaint processing responsibility.

6. Conduct appropriate follow-up to insure correction of
conditions which led to the filing of EEO complaint.

7. Post EEO bulletin boards throughout Region and update
as necessary.

8. Create an atmosphere of awareness and continually em-
phasize the program by disseminating appropriate
program information 1o all employees. Publicize pro-
gram in Regional house organ.

EEOQ, EEOQ counselors. - - cceuax el P November
1972.

Principal field officers, EE0O Do.

« December
1972,

EEQO, personnel officer, training officer. .. Seplember
1972 and
continuing.

November
1972 and
continuing.
Principal field officers, EEOO Do.
Do.

Do.

EEDQ, district directors. .. caerereceanenas
EEDOL i LR o e LAY

APPENDIX FOR SPECIAL PROGRAMS

1. Establish Summer-Aid positions for the economically dis-
advantaged. Goal is to hire 12 minorities and 12 fe-
males,

- Idunhlg areas for the placement of enrollees of the
Neighborhood Youth Corps, Goal is to establish 4 such
positions to include 3 minorities and 1 female,

Assistant regional commissioners, district June 1, 1973,
directors.

District director, Boston, district director, May 1, 1973.
Buftalo.

' When the term Principal Field Officer is used in this plan, it refers to the Regional Commissioner; Special Agent-in~
Charge; Regional Director, Security and Audit; and the Regional Counsel. :

* N.B. Moneys for training and education programs have been drastically reduced in this agency until July 1, 1973. The
Atfirmative Action Plan for fiscal year 1974 will include a provision for the establishment of training and education programs
designed to provide a maximum opportunity for our employees to advance so as to perform at their highest potential.
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OBJECTIVE 11: INSURE THAT RECRUITMENT ACTIVITIES ARE DESIGNED TO REACH AND ATTRACT J08
CANDIDATES FROM ALL SOURCES

Action Responsible official(s) Targe! date

1. Contact major minority group organizations, Chief, staffing section, EEO officer. ... Decamber 1972,
YWCA's, large women's colleges and other
colleges and universities in the New York
metropolitan area, who have large minority
enroliments to advise them of our continuing
search for college level minorities and our
availability to counsel individuals on oppor-
lunities in Federal Government employment.
2. In establishing the fiscal year 1973 college recruit- Chief, staffing section__. November 1972,
ing campaign, concentrate on those colleges
and universities with heavy minority and female
enrollments and inform all such colleges of our
wish to meet with minority group organizations
on campus,
lablish recruitment schedules and assure the Personnel o, 1oL LN, Da.
assignment of women and appropriate members
of minority groups and recruilers and panel
interviewers whanever possible,
4, Provide equal employment opportunity orienta- EED officer. . . ooeeeeacinnanean... February 1973.
tion for all recruiters and selecting officers.
5. Whenever vacancies occur in the typing and steno Chief, staffing section
work force which are not filled through USCSC
Rc.%ls!ur, it newspaper advertising is used,
include advertisements in Spanish language
and minority papers to locate candidates.
6. Prepare a Spanish language circular to be posted - e s=smssss JANUATY 1973.
al Veterans Assistance Centers, on availability
of jobs in Customs for Vietnam Era veterans.
7. Increase efforts to employ at least nine high school e .-~ December 1972,
and college level minority students under stay-
in-school, co-op education or co-op workstudy
programs.
8. Invite minority teachers to visit'the customhouse EEQ officer, personnel officar. ...... February 1973.
1o become familiar with our programs and
staffing needs. Discuss summer inspector posi-
tions with these visitors,
9. Periodically evaluate recruitment efforts to deler- Chiel, staffing section, EEQ officer... March 1973.
mine effectiveness in our program.
10. For the summer inspector program, conlact specific  Chief, staffing section February 1973,
minority and female group organizations for pos-
sible candidates, Use such minority newspapers
as New York Voice, New York Amsterdam News
and El Diario-La Prensa, it newspaper adver-
lising is used as a source of recruiting.
11. Emphasize to the State Employment Service, the ! November 1972,
Veterans Assistance Center, and other sources
of clerical level personnel that we are seeking
qualified Spanish surnamed candidates and
other minorities. ’
12. Engineer 2 clerical posilions so that they can be July 1973,
flled as trainee/journeyman by 5 eligibles from
worker trainee lists
13. Participate in job fairs, career days, and similar Personnel officer, EEO officer. ...... As announced,
programs,

Continuing,

OBJECTIVE 111: ASSURE FULL UTILIZATION OF THE SKILLS OF EMPLOYEES BY INSURING THAT EQUAL OPPOR-
TUNITIES ARE AVAILABLE TO ALL EMPLOYEES TO ENHANCE THEIR SKILLS, PERFORM AT THEIR HIGHEST PO-
TENTIAL, AND ADVANCE WITH THEIR ABILITIES (UPWARD MOBILITY)

1. Conduct a skills inventory survey for employees Chief, Employee Davelopment Sec- April 1973.
through GS-7 to determine the degree of utiliza- tion, EEO officer.
tion of employees and to prevent under-utilization.
Develop queslionnaire to be sent to all such
employees.
2. Encourage employees identified as underutilized to Personnel officer, EEQ officer, all July 1973.
apply rqr! positions which will more fully utilize supervisory parsonnel.
their skills.
3. Provide equal opportunities in all training programs  Chial, Emplayes Development Sac-  March 1973,
for all employees. Include in all orientation, train- tion, EED officer,
ing for new employees a segment which deals with
customs equal employment policy and the em-
ployment opportunities in customs. Include in
supervisory and training programs, a sagment
which provides EEO orientation.
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OBJECTIVE 111: ASSURE FULL UTILIZATION OF THE SKILLS OF EMPLOYEES BY INSURING THAT EQUAL OPPOR-
TUNITIES ARE AVAILABLE TO ALL EMPLOYEES TO ENHANCE THEIR SKILLS, PERFORM AT THEIR HIGHEST PO-
TENTIAL, AND ADVANCE WITH THEIR ABILITIES (UPWARD MOBILITY)—Continued

Action Responsible official(s) Target date

4. Designate a Federal Women's Program Commiltee EEOD officer, Chiel, Employee Devel- October 1972,
and a 16-point Spanish Speaking Program Com- opment Section.
mittee. Through meetings and monthly reports
submitted by the dinators for these com-
mittees, develop information on areas where
upward mobility is needed, _
5. Develop a training program designed to help stay- Chief, Employee Development Sec- April 1973,
in-school program enrolleas pass the office aide tion.
or typing test, in order to assist in their appoint-
ment to a position in customs after graduation.
6. Allocate funds to send individuals to civil service Chiel, Stalfing Section
courses 1o teach them steno skills. After this
program, they should be qualified for a steno
position for which they could apply under a merit
promati Appl will be
selected competitively under merit promotion
procedures.

OBJECTIVE IV: ASSURE THAT THE INCENTIVE AWARDS AND PERFORMANCE EVALUATION PROGRAMS SUPPORTS
THE EQUAL EMPLOYMENT OPPORTUNITY CONCEPT

1. Development criteria for determining outstanding EEO officer. ... .....oooeoeeneco... July 1973,
contributions by supervisors and managers fo
the EEO program. Create and announce regional
EEO supervisor and employee of the year awards,

2. Continue to consider performance in the equal op- Rating and reviewing officials, EEO  As appropriate.
portunity area in evaluating the effectiveness of officer.
supervisors and managers.

3. Counseling will be provided for those supervisors Regional Commissioner, EEQ officer.. February 1972,
and s who are ineffeclive in promoting
the equal employment opportunity program,

4. Analyze performance awards experience over past Chiel, Employee Relations Branch, March 1973.
three years to determine il patterns exist which EEQ officer.
exclude minority group and lemale employees.

OBJECTIVE V: INVOLVE TOP MANAGEMENT IN COMMUNITY PROGRAMS WHICH HAVE A POSITIVE EFFECT ON
PORTRAYING CUSTOMS AS AN EQUAL EMPLOYMENT OPPORTUNITY EMPLOYER

1. Contact New York and New Jersey Federal executive Personnel officer, EEO officer, area Continuing.
boards to advise them of our interest in spear-  directors,
heading Community Action projects which have a
positive effect on employability.
2. To insure the public's awareness of the Bureau of EEO officer_ .. _.ooeveeennenecnne. Completed, continuing.
Customs, its mission, and the vast number of
roaitinns encompassed by the Bureau for pecple
rom all ethnic groups, contacts will be made with
all local radio stations within the New York, New
Jersey metropolilan area seeking free broadcast
time.
3. Contact agencies and other fair housing organiza- ...... Continuing.
tions and establish relations with them to ascer-
tain where employees may receive information
and assistance. Insure that any listing posted on
region |1's bulletin boards are offered on an open
housing cccupancy basis.

OBJECTIVE Vi: PROVIDE FOR THE ESTABLISHMENT AND MAINTENANCE OF AN INTERNAL PROGRAM EVALUATION
SYSTEM

1. Evaluate the EEO |'.tl|:!p,u|1'r-annuailyI and prepare EEO officer - Dec. 1, 1972,

of prog .
2. Conduct periodic reviews of pr s, details, P 1 officer, EEQ officer__...... March 1973,
and reassignment actions and take corrective
action where necessary. .
3. Review screening, ranking, and evaluation proce- - o Da.
dures to insure maximum_validity for objective
and equitable selection. Prepare guidelines for
screening panels, ;
4. Analyze statistical and program data to determine s N SR R L e e Do.
program needs, conditions requiring corrective
action, employment patterns and trends, recruit-
ing needs, promotional opportunities, ete, :
5. Maintain statistical data on the employment of Chief Staffing Section, EED officer... Nov. 15,1972,
mir_tnritr groups and female employees in
region I1,
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OBJECTIVE VII: INSURE PROMPT, FAIR AND IMPARTIAL PROCESSING OF COMPLAINTS OF DISCRIMINATION;
AND PROVIDE EQUAL EMPLOYMENT OPPORTUNITY COUNSELING

Action Responsible Oficial(s) Targot date

1. Publicize complaint procedures and responsibilities EEQ officer. __ seasmsmesnasssassssw DeCOmMber 1972
the EEO or and counselors.
2. Determine if adequate resources exist to expedite
reviews on compiaints which have been investi-
gated. Make appropriate recommendations to the
Bureau,
3. Initiate appropriate disciplinary andjor other cor- Regional commissioner, EEQ officer.. Do,
rective action in cas sre the facls prove there
has been discriminatory pra 3.
4. Disseminale general program information on ac- EEQ L e Da,
complishments and activities in EEOQ, our action
plan, etc., to operating officials on a continuing
:msn]s. to create an atmosphere of awareness at all
evels,
5 Puhfli-:jze the names of the EEO officer and coun- --= October 1972,
SENOrs,
6. Replace and train EEO counselors as neaded....... EEO officer, chief, Employee Devel- Nov. 15,1972,
opment Section.

APPENDIX A: FISCAL 1973 DOLLAR OUTLAY FOR REGION 11'S EEO PROGRAM—ALLOCATION OF PERSONNEL
AND RESOURCES FOR EED PROGRAM

Name and grade Man-hours Amount

‘Cameron C. Haynes, EEQ officer (GS-13)_.._...... SEEY 2, 080 $18,737.00
Eileen M. Rooney, secretary (typing) (G5—4).. ... ... 2,08

Miss Amelia Eaton, Federal women's program coordinator (GS-14)

Mrs. Virginia Robinson, Federal women's program assistant coordinator (G5-7).

Miss Belty Diaz, 16-point Spanish-speaking program coordinator (GS-7)

Mr. Florencio Cruz, 16-point Spanish-speaking program coordinator (G5-5).

Mr. Avran Shapiro, EEO lor, LS. C i G5-13;

Mr. Barry Gillis, EEO counselor, Newark (GS-12) =
Mrs. Adele Cayson, EEO counsslor, Kennedy Airport (GS-12)
Mr. James Harris, EEQ counselor, 201 Varick St (GS-13)....
Mr. Fred Martino, EEO Advisory Council (G5-7).o..oo....
Mrs. Susan Ryder, EEQ Advisory Council (GS-5)

Mr. Sid Reyes, EEQ Advisory Council (GS-11).... ..

Mrs. Evelyn Ginsberg, EEO Advisory Council (GS-5)

5,93  39,143.00

Training costs (intend to participate in any future courses that will be made available at the regional CSC):
From July 1972 through November 1572; personnel management for EEO counselors—participant,
Cameron Haynes; EEO counseling course—participant, Mr. James Harris (EED counselor); EEO coun-
seling lnstitute—participants, all EEO counselors; and seminar for career women—Miss Amelia Eaton
(FWP) Coordinator, participant............

| Fp kg T e s T L

Monthly cost (this includes: stationery, lape recording casseties, news, aper subscriptions, etc.).

Telephone charges: Monthly cost (this includes cost for 2 telephones, 2 lights, 2 pickups).....

Tolsmontdly cost. ... o il e abakie ok Uil

Projected figures for fiscal year 1973 (total)__ ..

Complete total of fiscal 1973 dollar oUtaY e v e v v veee e e eeccceccminnans

ArpeNpix B: REPORT OF QUALIFICATIONS OF Princirar EEOQ Orricrans—
Reacion 11

I certify that the qualifications of all staff officials concerned with administration
of the EEO Program including the following: EEQ Officer, Region 11, and EEO
Counselors, Region II, have been reviewed by competent authority and the
incumbents of these positions meet the standards outlined in Qualifications
Standards Handbook X-118 under “Equal Opportunity Specialist GS-160"" or
“Qualifications Guide for Collateral Assignments Involving Equal Employvment
Opportunity Duties”’. Evidence that the reviéw has been made and its findings
are on file and available for review by Civil Service Commission officials.

Signature of Equal Employment Opportunity Officer, Region I1:
Cameron C. HayNEs.
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Arrenpix C: Pusnic Law 92-281, 92nd Cownanress, H.R, 1746, Marcn 24, 1972
t

AN ACT To further promote equal employment opportunities for American workers
““NONDISCRIMINATION IN FEDERAL GOVERNMENT EMPLOYMENT

“Sec. 717, (a) All personnel actions aflecting employees or applicants for em=
ployment (except with regard to aliens employed outside the limits of the United
States) in military departments as defined in section 102 of title 5, United States
Code, in executive agencies (other than the General Accounting Office) as defined
in section 105 of title 5, United States Code (including employees and applicants
for employment who are paid from nonappropriated funds), in the United States
Postal Service and the Post al Rate Glnilhli:&'«;in]l' in those units of the {}p\‘{-rn“n-“;
of the District of Columbia having positions in the competitive service, and in
those units of the legislative and judicial branches of the Federal Government
having positions in the competitive service, and in the Library of Congress shall be
made free from any diserimination based on race, color, religion, sex, or national
origin,

“(b) Exeept as otherwise provided in this subsect ion, the Civil Service Com-
mission shall have authority to enforce the provisions of subsection (a) through
appropriate remedies, including reinstatement or hiring of employees with or with-
out back pay, as will effectuate the policies of this section, and shall issue such rules,
regulations, orders and instructions as it deems necessary and appropriate to carry
out its responsibilities under this section. The Civil Service Commission shall—

(1) be responsible for the annual review and approval of a national and
regional equal employment opportunity plan which each department and
agency and each appropriate unit referred to in subsection (a) of this section
shall submit in order to maintain an affirmative program of equal employment
opportunity for all such employees and applicants for employments;

"(2) be responsible for the review and evaluation of the operation of all
agency equal employment opportunity pre grams, periodically obtaining and
publishing (on at least a semiannual basis) progress reports from each such
department, agency, or unit; and

*“(3) consult with and solicit the recommendations of interested individuals,
groups, and organizations relating to equal employment opportimity.

The head of each such departmen t, ageney, or unit shall coraply with such rules,
regulations, orders, and instructions which shall include a provision that an
employee or applicant for employment shall be notified of any final action taken
on any complaint of discrimination filed by him thereunder, The plan submitted
by each department, u;;n-ncly, and unit shall include, but not be limited to—

“(1) provision for the establishment of training and education programs
designed to provide a maximum opportunity for employees to advance so as
to perform at their highest potential; and

“(2) a description of the qualifications in terms of training and experience
relating to equal employment opportunity for the principal and operating
officials of each such department, agency, or unit responsible for carrying out
the equal employment opportunity program and of the alloeation of personnel
and resources proposed by such department, agency, or unit to carry out its
equal employment opportunity program.

With respect to employment in the Library of Congress, authorities granted in
this subsection to the Civil Service Commission shall be exercised by the Librarian
of Congress.

“(e) Within thirty days of receipt of notice of final action taken by a depart-
ment, agency, or unit referred to in subsection 717(a), or by the Civil Service
Commission upon an appeal from a deeision or order of such department, agency,
or unit on a ecomplaint of discrimination based on race, color, religion, sex or
national origin, brought pursuant to subsection (a) of this section, Executive
Order 11478 or any succeeding Executive orders, or after one hundred and eighty
days from the filing of the initial charge with the department, agency, or unit or
with the Civil Service Commission on appeal from a decision or order of such
department, agency, or unit until such time as final action may be taken by a
department, agency, or unit, an employee or applicant for employment, if ag-
grieved by the final disposition of his complaint, or by the failure to take final
action on his complaint, may file a civil action as provided in section 706, in which
civil action the head of the department, agency, or unit, as appropriate, shall be
the defendant.

“(d) The provisions of section 706 (f) through (k), as applicable, shall govern
civil actions brought hereunder,
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‘““(e) Nothing contained in this Act shall relieve any Government agency or
official of its or his primary responsibility to assure nondiserimination in employ-
ment as required by the Constitution and statutes or of its or his responsibilities
under Executive Order 11478 relating to equal employment opportunity in the
Federal Government.”’

UNiTED STATES GOVERNMENT

MEMORANDUM

November 14, 1972.
To: Mr. Cameron Haynes, Equal Opportunity Officer.
From: William G. Peacock, Chief, Staffing Branch.
Subject: Minority Group Statistics.

We have completed the Combined Minority Group Statistics Report, reflecting
total General Schedule and Wage Grade employees in Region I1; Agency Service:
Regional Counsel; Assistant Chief Counsel;” Customs Court Litigation; and
Security and Audit. The reports are attached for your use.

An analysis of the data reveals that females eurrently comprise 129 of our total
staffing; Negroes comprise 12.5% and Spanish surnamed 2.8,

Percentages for these groups in grades GS-5 through GS-15 are shown on the
attached interpretative report.

A more comprehensive analysis of the data on a Civil Service Series basis is
necessary, and will be conducted shortly as part of the Regional EEO Action
Plan.

Attachments.

GS-15—0 Female; 0.59% Negro; 0.8% Spanish
GS8-14—0.2% Female; 0.2 Negro; 0.29, Spanish

G'S-13—2% Female; 5.4% Negro; 0.89, Spanish
G8-12—2.89, Female; 9.4%, Negro; 0 Spanish
GS-11—3.5% Female; 9.49, Negro: 0 Spanish

GS8-9—79 Female; 7% Negro; 149, Spanish;
GS8-7—10.3% Female; 5.79, Negro; 2.0% Spanish
GS-5—24%, Female; 9.5% Negro; 2.8, Spanish

Total all grades—129, Female; 12.5%, Negro; 2.5% Spanish

UniTep STaTES GOVERNMENT
MEMORANDUM

To: Mr. Cameron Haynes, Equal Opportunity Officer,
From: William G. Peacock, Chief, Staffing Branch.
Subject: Minority Group Statistics.

A recent conversation with the IRS Data Center reveals that it is possible
for that organization to furnish the grade summary statistical report now requested
by the Bureau. That is, a total number of employees in each grade broken into
male-female groupings preestablished by the Bureau.

We suggest that this matter be discussed with the EEO Officer at the Bureau,
g0 that we can avoid the burden of manually developing the figures from the
present IRS Statistical Printout.

DeparRT™MENT 0F THE TREASURY, BUREAU oF Customs, FQuar EMPLOYMENT
OPPORTUNITY AFFIRMATIVE AcTiON PLAN—May 1, 1972, 70 APRriL 30, 1973
Paul Lawrence, Regional Commissioner.
John J. Riley, Special Agent in Charge.

David H. Marshall, Acting Regional Director, See. & Audit.
Richard S, Hoffman, Regional Counsel.

Henry C. Pfeifer, Jr., Equal Employment Opportunity Officer.

TaBLE oF CoONTENTS

I. Administer the EEO Program and resources of the Region in a positive and
effective manner
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I1. Design recruitment activities to reach and attract job candidates from all
SOUrces
IIL Fullest possible utilization of the present skills of employees and equal
opportunities available to all employees to enhance their skills, perform
tl\l[ :,I‘\;_:ir_highest. potential and advance with their abilities, (Upward
Mobility)
IV. Utilize the Incentive Awards and Performance Evaluation Programs to sup-
port the Equal Employment Opportunity concept.
V. Top Management participation in community programs which have a positive
effect on employability
VI. Establishment and maintenance of an Internal Program Evaluation System
VII. Prompt, fair and impartial processing of complaints of discrimination and
Equal Employment Opportunity Counseling
VIII. Program Communication
Attachment 1—Goals and Timetables
Attachment 2—Allocation of Personnel and Resources for EEQ
Attachment 3—Minority Group Statistics
Attachment 4—Report of Qualifications of Principal EEO Officials
Attachment 5—EEO Program Officials

OBJECTIVE |.—ADMINISTER THE PROGRAM AND RESOURCES OF THE REGION IN A POSITIVE AND EFFECTIVE
MANNER

Action Responsible official (s) Target date

1. Revise and update the EEO action plan annually. ... . EEO officer; director, personnel man- Mar. 1, 1973,
agement.

2. Establish numerical goals and timetables to achieve EEO officer; direclor, personnel man- Dec. 1, 1972, and con-
minority group and female hiring; check the prog- g t; regional issioner;  tinuing.
ress ol these goals and timetables (see attachment  special agent-in-charge; regional di-
1. rector, sec. and audit; regional

counselor,

3. Submil quarterly narrative reports on cases handled EEQ counselors...............oo..... Dec. 1, 1972, Mar. 1,
and a synopsis of the probl of the EED I Ig?i,fu?;?% 1973,

Sept. 1, 1

ing program.

A. Submit the complaint counsaling report........._..._ EEO officer. ... .......

Jababoge s P
5. Policy statements supporting the program will be Regional commissioner; special agent- Jan. 1, 1973,

issued annually. in-charge; regional director, sec. and

audit; regional counsel.

6. Establish an EED advisory committee in each district District directors; director, personnel Feb. 1, 1973, and
and the region. Each committee shall include minor- management; EEO officer. continuing.
it gloufl employses, women, union members, etc,

The Baltimore District Mwsor'r Committee shall

represent the district and regional headquarters and

shall include in its membership, the Federal

women’s program coordinator, the 16 |{:»o:nT. co-

ordinator, and representative personnel from the
region. Each c will meet thly to discuss
program matters and exchange views and ideas.

7. Conduct EEO seminars and meetings to create aware-
ness of current EEO responsibilities, problems of
specific minority groups which affect employability
and regional special programs for minority groups
and women,

B. Allocate 2p«zrsﬂnnel and resources for EEQ (see attach-
ment 2).

Regional commissionar; special agent-
in-charge; regional director, sec. an
audit;’ regionat 'H ploy
development specialist; EEQ officer,

May 1, 1973,

Regional commissioner; special agent- Dec. 1, 1972,
in-charge; regional director, sec. and
audit; regional counsel; direclor,
personnel management; director,
financial management; EED officer.

OBJECTIVE I1: DESIGN RECRUITMENT ACTIVITIES TO REACH AND ATTRACT JOB CANDIDATES FROM ALL SOURCES

1. Establish and maintain new contacts with local com-
munity groups and colleges which can assist in the
recruitment of minority group and female employ-
ees. The Director, personnel management division,
will maintain a list of such contacts. Participale on a
continuous basis in job fairs, career days, and other
activities which will help to inform minority group
and female candidates of employment opportunities.

2. Survey the needs for special supportive employment,
part-time employment, adjustment in work sched-
ules, elc.

Feb. 1, 1973,
continuing.

Regional commissioner; special agent- and
in-charge; regional director, sec. and
audit; regional counsel; director,
personnel management; EEQ officer
district directors; port directors,

EEO officer; director, personnel man-
agement.
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Action

Responsible officiel(s) Target date

3. Hire for summer employment, minority group high
school and college students from schools that sarve
minority %rnuus to give them insight into the pro-
grams and operations of the Bureau of Customs.

4. Intensify drive to recrult Spanish-surnamed person-
nel particularly for public contact jobs in metro-
politan areas having heavy concentration of Spanish-
surnamed people.

5. Operate special employment programs which will pro=
vide participation and developmental work-training
oppertunities for the economically or educationally
disadvantaged,

6. Inform Spanish-surnamed and other minority group
veterans of the ilability of petitive ap-
pointments for Vietnam era veterans,

Regional commissioner; snecial agent-  Apr. 1, 1973,
in-charge; regional director, sec. and
audit; regional counsel; director,
personnel management.

Regional commissioner: special agent- Oct, 1, 1972,
in-charge; regional director, sec. and conlinuing.
audit; regional counsel; director,
personnel management; EED officer;
port directors.

Director, personnel management: EEQ
officer.

and

Nov. 1, 1972,
continuing.

and

Regional commissioner; special agente Do.
in-charge: regional director, sec. and
audit; regional counsel; director,
personnel management; district di-

rectors,

OBJECTIVE I11: FULLEST POSSIBLE UTILIZATION OF THE PRESENT SKILLS OF EMPLOYEES AND EQUAL OPPORTU-

NITIES AVAILABLE TO ALL EMPLOYEES TO ENHANCE THEIR SKILLS, PERFORM AT THEIR HIGHEST POTENTIAL,

AND ADVANCE WITH THEIR ABILITIES (UPWARD MOBILITY)

L. Provide equal opportunities in training programs for
all employees. This Includes outside training
within-service training, and on-the-jab training.

2. Include in all orientation training for new employass a

Employee develop p ; all Jan. 1, 1873,
management and supervisory per-
sonnel.

Do.

segment which deals with Customs equal employ-
ment policy and the employment opportunities in
Customs.

3. Conduct utilization surveys to determine the degree of
utilization of employees and to prevent under-
ulilization.

. Review and analyze occupation areas periodically to
identify low grade, dead end positions and redesign
specificjobs and career guidelines to provide grester
career opportunities, lateral movement into related
fields, and flexibility in entrance requirements.

§. Encourage employee self-development by providing
eeded.

counseling and assistance when n

6. Identify, train, and develop for Upward Mobility
i;ntgmiad and qualified employees in lower grades

y:
(a) Establishing and maintaining an Upward
Mability program,
(b) Un%rading clerical, technical, and profes-
sional skills,
(c) Providing special training, coaching, and
work experience when needed.
[()] mrangln& or basic or special education when
neaded,
(e) Engaging in anfecla to improve the skills and
employability of the disadvantaged,
Assist those empl identified as underulilized to
use their skills by encouraging them to apply for
‘mmons of greater responsibility. Dissaminate
nformation concerning promotional opportunitins
and selections for promotions to all employeas.
Provide for employees at all grade levels to receive
consideration for details, training, or work assign-
:nepiis that will further utilize past experience and
raining.

Director, personnel management: em-
ployes development specialist; EEQ
officer.

Director, parsonnel management; EEQ
officer; district directors.

Feb. 1, 1973,

Feb. 1, 1973, and
continuing.

Director, personnel management; em- Do.
ployea development specialist; EEO
officer; district directors.

Director, parsonnel menagnnlen!: em= Mar. 1_. 1973, and

ployes d p p 2

Director, personnel management; em- Do.
ployea development specialist; EEQ
officer; all management and super-

visory personnel,

OBJECTIVE 1V: UTILIZE THE INCENTIVE AWARDS AND PERFORMANCE EVALUATION PROGRAMS TO SUPPORT
THE EQUAL EMPLOYMENT OPPORTUNITY CONCEPT

L Give recognition to supervisors and managers who
contribute notably to the success of Customs EED
program. Bureau Circular PER—4-PER, dated
Apr. 6, 1970,

2. Consider performance in the equal opportunily area
in evaluating the effectiveness of supervisors and
managers.

Regional commissioner; special agent- Mar, 1,1973, and as
in-charge, regional director, sec. and appropriate,
audit; regional counsal,

Nov. 1, 1971, and as

Regional commissioner; special agent- |
appropriate,

in-charge; regional director, sec., and
audit, regional counsel; district di-
rectors, EED officer; director, per-
sonnel management.
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OBJECTIVE V: TOP MANAGEMENT PARTICIPATION IN COMMUNITY PROGRAMS WHICH HAVE A POSITIVE EFFECT
ON EMPLOYABILITY

Action Responsible official (s) Target date

1. Become familiar with the activities of fair housing Regional commissioner: special age Feb. 1, 1973, and
organizations and establish relations with then T, ] continuing.
whereby employees may receive information and - g counsal;
assistance. insure that any listings of housing i directors;
posted on office bulletin boards are offéred on an
open occupancy basis,

2. Assist minority group employees In finding SUtable - oo 00 eoereeeecssmmss o enemeene Continuing,
housing and transportation if difficulty in obtaining
such serves as a barrier to employment of minority
groups in a particular area, Inform prospective
employees of available assistance,

3. Cooperate with other Treasury bureaus through Regional commissioner; special agent- Nov. 1, 1973,
Federal exacutive boards and associalions in spear- in-charge; regional director, sec. and
heading community action projects which haves a audit; regional counsel; district

osilive effect on emplayability. In the absance of  directors; port directors.
EB or FEA, Customs officials should assume
leadership in such community action programs,

OBJECTIVE VI: ESTABLISHMENT AND MAINTENANCE OF AN INTERNAL PROGRAM EVALUATION SYSTEM

1, Review and analyze statistical and program data to Regional commissioner; spacial agent- Continuing.
determine program needs, conditions requiring in-charge; regional director, sec.
corrective action, employment patterns and trends,  and audit; regional counsel; direc-
recruiting needs, promotional opportunities, etc. tor, personnel management; EEQ
officar; district directors,
2. Collate and review statistical data on minority group Director, personnel managament; EEQ Dee, 1, 1972, Mar. 1,
and female employees (see attachment 3), officer. 1973, June 1, 1973,

Sng‘til 1873,
3. Evaluate the prog SRR (e Regional commissionar; special agent- Dec, ,f9?2.
in<charge; regional director, sec. and
audit; regional counsel; . director,
personnel management; EEO afficer;
district directors,

OBJECTIVE VII: PROMPT, FAIR, AND IMPARTIAL PROCESSING OF COMPLAINTS OF DISCRIMINATION
AND EQUAL EMPLOYMENT OPPORTUNITY COUNSELING

1. EEO counselors will be responsible for pr ing EEO lO1S. ... eeeenennanennsas ASappropriate,
informal complaints of discriminati

2. Take appropriate uisciplinarr and corrective action Regional commissioner; special agent- Do.
t

in cases where the results of the investigation in-charge; regional director, sec. and

proves there has been discriminatory practices, audit; regional counsel; EED officer;
director, personnel management;
district directors.

OBJECTIVE VIII: PROGRAM COMMUNICATION

ally emphasize the EEO program, the region will : in-charge; regional director, secre- continuing.
('a) Establish EEO bulletin boards in appropriate tary and audit; regional counsel;
locations, e.g., regional, district, port head- EEQ officer; district directors; port
quarters, and equivalent locations in the directors.
agency and security and audil offices, et al.
(b) Post on the EEO bulletin boards:
(1) General program information on accom-
plishments and aclivities of EEO, its
actions plans, ete,
(2) The names of Treasury Dapartment,
Customs Bureau, and Region 11|
Equal Employment Opportunity offi-
cers and counselors; and members of
the pertinent EEO advisory committee.
(3) The complaint processing system.
(c) Publish appropriate EE\‘J rogram matters in
the regional house publication.
2. Provide new employees with information concerning Director, personnel management Jan. 1, 1973, and as
the Customs EEO policy and the complaint process- appropriate,
Ing system during the rnilial orientatjon.
3. Disseminate information concerning the Upward I0ssmeiendossenneninanssssnse 0T, 19T
Mobility program.

1. To create an atmosphere of awareness and to conli R | issi ; special agent- Oct. 1, 1972, and
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ATTACHMENT 1
GOALS AND TIMETABLES FOR MINORITY GROUP HIRING

Number of Target
Type of position GS grade positions Location(s) date

Customs inspector.................____ 5 3 Baltimore and Philadelphia . 1,1973
Customs inspector (WAE). = 2 Norfolk and Philadelphia_ .. _ . 1,1973
L B SEER R g = R 1 e e e e 1,1973

ATTACHMENT 2
Allocation of personnel and resources for EEO

Region ITI: Authorized number of employees:
Region S
Agency..
Security and Audit
Regional Counsel

Full time Part time

Number Salary Number Salary

A2, EEQ Erngmm personnel :
EO officer. _ _. 4, 800
Federal women's program coo S i 1 500
16-point program coordinator..__ > AR 0
EEQ counselors = 2 500
4, 200

Man-years Amoun

B2. Resources allocated :
EEOQ counseling. .. ........ Loaa - . ., 1 §1, 200
Complaint processing. ....... 22,000
EEQ program administration__
EEO subject matter training. . .

! Salaries, travel (training costs for the counselor),
2 Salaries, travel transcripts, fees for EEQ investigators.

# Salaries, travel, supplies and equipment.

“Salaries, travel, rentals of space, equipment for seminar.
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ArracaMeNT 4
REePORT OF QUALIFICATIONS OF Princiran EEQ Orricians

I certify that the qualifications of the following staff officials concerned with the
administration of the EEO Program have been reviewed by competent authority
and that the incumbents of these positions meet the standards outlined in Qualifica-
tions Standards Handbook 8-118 under “Equal Opportunity Specialist GS-160""
or “Qualifications Guide for Collateral Assignments Involving Equal Employment
Opportunity Duties.” Evidence that the review has been made and its findings are
on file and available for review by Civil Service Commission officials.

Federal Women's Program Coordinator

Other EEO Staff Officials

Certified by: Henry C. Pfeifer, Jr., Region III EEO Officer, December 1, 1972
EEO Officers

Certified by: Richard Finely, Region III Director, Personnel Mgmt. Division,

December 1, 1972
Bureau of Customs, Region I11, 40 South Gay Street, Baltimore, Maryland 21202

ATTACHMENT 5
EEO PROGRAM OFFICIALS

Title Name Official address Program responsibility

Equal employment opportunity Henry C. Pfeifer, Jr._...... 40South Gay St., Baltimore, Region 111,
officer. Md. 21202

Equal employment opportunity William P. Thompson R L St Da.
officer (alternate).
Federal women's program co- Amy Herlihy............._.._.do
ordinator.
16-point program coordinator ! i A i Sl e e S B St e = Pa s o DT RS SR
EEQ counselor Kenneth Fenner...... ... o . .00 ceee...... .-. Region 11l headquarters,
Baltimore district; Wash-
ington district.
Do eioaaaao.. William Lawrence.._..._.. Philadelphia, Pennsylvania. Philadelphia district.
T e A W T D A S B 2 U e M TS T g e

1 Vacant; Presently administered by EEQ counselor, Philadelphia. Qualifications of a candidate being processed.

DeparTMENT OoF THE TREASURY, BUurrEAu or Cusroms, Mriaur, Fra,
EQUAL EMPLOYMENT OPPORTUNITY ACTION PLAN, FISCAL YEAR 1073
D. F. Cardoza, Acting Regional Commissioner, Region IV.
John H. Moseley, Special Agent in Charge, District V.,
Robeirt T. DeNeve, Special Agent in Charge, Distriet IV.
Matthew P. Ryan, Regional Director, Security and Audit.

OBJECTIVE: TO ADMINISTER THE OBJECTIVES AND RESOURCES OF THE DEPARTMENT IN A POSITIVE AND
EFFECTIVE MANNER

Action Responsible official(s) Target date

1. EEO action plans will be reviewed and updated EEO officer, personnel officer, and EEO  Aug. 15,1972
annually. advisory committea,
2 Policy statements will be issued annually giving Regional commissioner Oct. 30,1972,
support to the program.
An EEO seminar for all districts will be conducted in Regional training officer and EEO officer. June 30, 1973.
Region IV to create awareness of current EEO
responsibilities, problems of specific minority
groups which affect employability, and administra-
tive and departmental special programs for mi-
norities and women,
4, EEO advisory ¢ ittee will be established among EEO officer and EEQ advisory commiltee. Nov, 30,1972,
Miami operations offices. It will be made up of em-
ployees from various organizational segments and
may include personnel office employees, EEOD
officers, minority group and female, etc. The com-
mittee will meet periodically to discuss program
matters and exchange views and ideas, Al
5. Submit to the Bureau Director of EEO all required Personnel officer and EEO counselors. .. Continuing.
reports as designated.




117

OBJECTIVE: TO INSURE THAT RECRUITMENT ACTIVITIES ARE DESIGNED TO REACH AND ATTRACT JOB CANDIDATES

FROM

ALL SOURCES

Action

Responsible official(s)

Target date

. Through FEB or FEC"s, maintain contacts with cam-
munity groups and colleges in district headquarter
cities which can assist in the recruitment, place-
ment, and improvement of minorily group and
female employees,

. Conduct recruiting activities and disseminate Job
information at North Carolina Central University,
Atlanta complex of 5 minority schools, Savannah
State, and Florida Memorial. Use minority group and
female employees as members of recruiting teams,
when available.

. Attempt to recruit Spanish-surnamed persons particu-
larly for public contact jobs in Miami and Tampa,

. Participate in NYC and BTS programs which provide
developmental work-training opportunities for the
economically or educationally disadvantaged in
Miami, Tampa, Savannah, Allanta, Charleston, and
San Juan, P.R,

. Intorm Spanish-surnamed and other minority veterans
of noncompetitive appointments for Vietnam era
velerans including GS-5 level at Homestead Air
Force Base and any other installation when invited.

Regional commissioner, district direc-
tors, and supervisory staffing
specialist,

Supervisory staffing specialist; District
director, Savannah; and staffing
specialist.,

Supervisory staffing specialist and Dis-
trict directors, Miami and Tampa.
District  directors, Miami, Tampa,
Charleston, Savannah, San Juan,

Supervisory staffing specialist

May 30, 1973.

As vacancies are
known.
Conlinuing.

June 30, 1973,

OBJECTIVE: TO ASSURE THE FULLEST POSSIBLE UTILIZATION OF THE PRESENT SKILLS OF EMPLOYEES; TO
INSURE THAT EQUAL OPPORTUNITIES ARE AVAILABLE TO ALL EMPLOYEES TO ENHANCE THEIR SKILLS,
PERFORM AT THEIR HIGHEST POTENTIAL, AND ADVANCE WITHIN THEIR ABILITIES (UPWARD MOBILITY)

1. Appoint upward mobility committee and coordinator
to implement the above objective.

2. Conduct utilization survey in order to determine
underutilization of employees at grade 7 and below.

3. Refer those employees throughout region IV identified __

as underutilized in using their skills to the upward
maobility commiltee.

4. Conduct periodic reviews of personnel actions in
region IV and recommend corrective action if
indicated,

5. Review and analyze occupational areas in region 1V
periodically to identify low-grade, dead end
positions,

6. Establish career guidelines to provide greater career
epportunities, lateral movement into related fields,
and flexibility in entrance requirements in region

V.

7. identity and develop for upward mobility, interested
and qualified employees in lower grades by such
activities as—

(8) Upgrading of clerical, technical, and profes-
sional skills;

(b) Providing special training, coaching, and work
experience when possible;

(c) Arranging for basic or spf.-ci.-s[educauon when
needed;

{d) Projects to improve the skills and employ-
ability of the disadvantaged and partici-
pants in the economic and educational op-
portunity program;

(&) Training supervisors in MUST, in supervision

ol the disadvantaged youths as well as

adults with special problems,

8. Provide ployee sell-develop
counseling and assistance for employee self-devel-
opment throughout region IV,

ARC (administration)

Nov. 15, 1972,

Staffing specialist..............._.... Nov, 30, 1972

| D
EED advisory committee

Upward mobility committee

Do.

Nov. 30, 1972 and
May 30, 1973.

Nov. 30, 1972

. | E—————— 1YY

nt by providing .

As identified or
requested,

OBJECTIVE: TO INSURE THE INCENTIVE AWARDS AND PERFORMANCE EVALUATION PROGRAMS SUPPORT THE
EQUAL EMPLOYMENT OFPORTUNITY CONCEPT

1. Review all types of recognition in region IV to assure
that awards are based upon merit and that no form
of discrimination is present in processing and grant-
ing such awards.

2. Consider performance in the equal opportunity area in
evaluating the effectiveness of supervisors and
managers throughout region IV.

Employee relations officer

Regiar:nl commissioner and district

irectors.

Semiannually.

As appropriate.
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OBJECTIVE: TO BE SURE THAT TOP MANAGEMENT IS INVOLVED IN COMMUNITY PROGRAMS WHICH
HAVE A POSITIVE EFFECT ON EMPLOYABILITY

Action Responsible official(s) Target date

1. Cooperate with other agencies through Federal exec- Regional commissioner and district  As dictated by board
utive boards and  associations in spearheading directors. or council,
community action projects throughout reg I
which have 2 positive elfect on employability.

OBJECTIVE: TO INSURE PROMPT, FAIR, AND IMPARTIAL PROCESSING OF COMPLAINTS OF DISCRIMINATION
AND PROVIDE EQUAL EMPLOYMENT OPPORTUNITY COUNSELING

selors will be appointed in each district of Regional commissioner and EEQ coun- MNov. 30, 1972,
1 1V for the handling of complaints of discrimi- selors.

I'l"ll"ﬂ and put 3 the EEQ program for all

customs offices in this district.
2. EtD bulletin boards will be placed anc intained at  All district direclors in region 1V

i \ th the

r ion: EEO paster, name

[[U Acl of 1'3?2 cf\mplami pro-

Ceaure p'_u[(‘!

ADDENDUM

SPECIFIC NUMERICAL GOALS
I!(-p:iuu IV—
. Inecrease minorit ¥ census of \li[:(l\lknr\‘ and mans: wement Imqnnn-\ th rullL(h-
rrln Inq-u. IV by a minimum of two—6-30-73.
I1. Increase the census of black employees in Regional Headquarters by one
{1)—6 S0=73.
Miami District—
I. Reeruit five (5) black intermittent inspectors and two (2) Spanish surnamed
intermittent I.||-’ ectors at Hl(' Miami doe l\‘\—ll' 30-73.
[T. Reeruit four (4) black intermittent inspectors and two (2) Spanish sur-
named intermittent inspectors at the Miami Airport—6-30-73.
[1I. Reeruit one (1) black inte 11m1‘f-.|l ir :»nr-“lur and one (1) Spanish surnamed
intermittent inspeector at Port I,\r-l glades -30-T73.
IV. Recruit a minority blac k |u either \'&mt Palm Beach or Port Everglades
when a vacancy occurs—6-30-73.
V. Eliminate the zero census of minority black employees in Grade GS-11
and above in Miami—6-30-73.
'l‘.'lf.'l:.l‘l. Distriet—

point one EEO Counselor in Tampa to serve all Customs employees in
3 lrf Tampa Distrie 1] ,IJ 72,
[ ki g a when v ey oceurs—6-30-73.
when vacaney oceurs—6-30-73.

Slimi (black or Spanish surnamed) employ-
ees in grade GS
Savannah Distriet—

I. Appoint one EEO Counselor in Savannah to serve all Customs employees in
state of Georgia—11-30-72.

I[I. When ceiling permits recruitment, one black employee should be added to
the Atlanta work fc\I Y— =T73.

III. E ate the zero census of minority employees in grade GS-11 and

\\

above—6-30-73.
Wilmington District—

I. Appoint one EEQ Counselor in Wilmington to serve all Customs employees
in state of North Carolina—11-30-72.

II. When ceiling permits recrnitment, one black employee should be added to
either Wilmington or Winston-Salem work force— 6-30-73.
Charleston Ihs!rn‘ —

I. Appoint one EEO Counselor in Charleston to serve all Customs & mployees in
state of South Carolina—11-30-72.
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SAC Atlanta—
I. Increase black census of SAC Atlanta by one (1)—6-30-73.
SAC Miami—
I. Increase black census of Tampa Office of SAC Miami by one (1)—6-30-73.
II. Increase minority census of Miami Office of SAC Miami by one (1)—
6-50-73.
Office of Seeurity and Audit, Miami, Florida—

Eliminate the zero census of minority employees when vacancy oceurs—
6-30-73.

Report oF QUaLIFicATIONS OF PriNciran EEO OrricraLs

I certify that the qualifications of all staff officials concerned with administration
of the EEO Program including the following: EEQ Officers: Federal Women’s
Program Coordinator(s); Sixteen-Point Program Coordinator(s): Other EEO
Stafl Officials; have been reviewed by competent authority and the incumbents

f these positions meet the standards outlined in Qualifications Standards Hand-
book X-118 under “Equal Opportunity Specialist GS-160" or “Qualifications

i for Collateral J gnments Involving Equal Employment Opportunity
Fvidence that the review has been made and its findings are on file and
available for review by Civil Service Commission officials.
signature of Regional Commissioner: = Date:_
Agency or Installation Name:
Address:

4]

Full time Part time

A. EED PROGRAM PERSONMEL

nployees:
ortunity of ) oy gl L s B,

s R
n complaint inve:

Man-Years Amount

B. PERSONNEL AND FISCAL RESOURCES

ounseling...........

GRADE LEVEL BREAKDOWN, U.S. CUST AS OF JUNE 30, 1972
REGION IV IN TOTAL

Oriental  Women
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GRADE LEVEL BREAKDOWN, U.S. CUSTOMS, AS OF JUNE 30, 1972—Continued
REGION IV IN TOTAL—Continued

REGIONAL HEADQUARTERS—REGION IV

Total | Total
number of - number of
employees Black Spanish Oriental Women employees  Black Spanish Oriental

GS-15...
GS-14._.
GS-13...
GS-12...
GS-11...
GS-10...
GS-9___.
GS-8....

1|

GS
G5
GS-
GS
GS
GS-

TAMPA DISTRICT
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GRADE LEVEL BREAKDOWN, U.S. CUSTOMS, AS OF JUNE 30, 1972 —Continued
REGION IV IN TOTAL—Continued

SAN JUAN DISTRICT

Total | Total
number of number of
employees  Black Spanish Oriental Women employees lack Spanish Oriental

Women

ST. THOMAS DISTRICT

e s LA
GG-6....

(T-T-T-L AT =T
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DEPARTMENT OF THE TREASURY, BUREAU OF Custroms, NEW ORLEANS
EqQuar OPPORTUNITY AFFIRMATIVE ACTION Pran, Marcu 1, 1972-1
RUARY 28, 1973
This Fiqual Opportunity Affirmative Action Plan earries the endorsement of

the undersigned principal field officers who expect to meet all program goals and

objectives through close adherence to the plan as required by the Equal Employ

ment Opportunity Act of 1972.

Customs Agency Service District 6:
Acting Special Agent in Charge.
Regional Counsel, New Orleans, La.:
(Vacancy), Regional Counsel.
Customs Region V:
C. W. FisHER,
Acting Regional Commissioner.
Regional Director (Security & Audit), New Orleans, La.:
(Vacancy), Regional Dircetor (Security and Audit).

OBIECTIVE 1: PROVIDE ORGANIZATION AND RESOURCES TO ADMINISTER AN EFFECTIVE EEO PROGRAM IN A
POSITIVE MANNER

Action Responsible official(s) Target date

1, Designate a qualified stalf to carry out all aspects of the Regional commissioner and Oct. 1, 1972,
equal opportunity program throughout the region, including personnel officer.
a full range of affirmative actions.

2. Mlfecate fiscal resources (man-years, dollar cost) to effec- Regional commissioner and MNov. 1, 1972,
tively administer the overall EO program, within budget- personnel  officer, budget
ary limitations, officer, EQO,

3. Have an ED advisory committee to review development of Regional commissioner and Dec. 15, 1972,
action plan and make recommendations. Committez to  personnel officer, EOO,
meet monthly, and 1o include representatives of minority
employees and women,

5, Issue policy statements annually stressing support for the Reglonal commissioner, EQO.... Jnnuarr 1973; an-

rogram. nually.

5. Rewwpal.s-'! update EO action plan annually, to include EEO personnelofficer.... ... November 1972;
goals and timetables within framework of program annually.
objectives.

6. Assure that all employees in the region are aware of the Regional commissioner and January 1973;
rrnj:m-n and developments by means of personnel  personnel officer, E0O, continuing.
iandboak, bulletin boards, region house organ, and
othar appropriate means.

7. Submit to the Bureau EO Office all required reports as EOD personnal officer....... «ees AS required;
designated in the Federal Personnel Manual, continuing.

8. Provide for EO counselors to submit narrative reports on  E0O CoUnselors. cvueernnnn --- January 1973;
cases handled and a synopsis of problems ol the EO quarterly.
counseling program.

9. Special bulletin boards for equal opportunity announce- EQQ personnel officer.......... Oclober1972: con-
menis and material will ba placed in appropriate loca- tinuing,
tions throughout the region, with postings updated
periodically as naeded

10. Include equal opportunity coverage in orientation of all .....do July 1,1972;
new employees, continuing.

OBJECTIVE I1: INSURE THAT RECRUITMENT ACTIVITIES ARE DESIGNED TO REACH AND ATTRACT JOB CANDIDATES
FROM ALL SOURCES

1. Establish and maintsin contacts with loeal community PFO's! and personnel officer, July 1, 1972;
DD's.

groups and schools which can assist in the recruitment EQD
and placemant of minority group and female candidatas

for employment. Partizipate in Career Days, Job Fairs,

and other activities which help to inform such candidates

of amploymant opportunities in this Customs region, in-

cluding professional-level ocsupations.

2. Participate in educational programs designed to prepare Personnel officer, EOO super-
minority group and female candidates for Federal visars.
emplayment, such aswork-study and manpower programs.,

3. Make certain that all recruiling efforts raach black, fermale, Personel officer, EOO0 PFO's...
Spanish-surnamad and other minority group students/
applicants. Pariodically monitor recruitment efforts to in-
sura they reach all sources, including particularly minor-
ity groups and woman,

4, Conduct recruiling activitias and dissaminate job informa-
tion and literature at schools with substantial minority
group or famale enrollment. Use minority group and fe-
males as members of recruiting teams,

5. Provide equal oppartunity training and orientation for all
recruitors.

6. Make a special effort to inform Spanish-surnamed and other
minority group veterans of the availability of nonce npati-
tive_sppointments for Vietnam-era veterans including
GS-5 level,

continuing.

See footnote at end of table
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OBJECTIVE [11: ASSURE THE FULLEST POSSIBLE UTILIZATION OF EMPLOYEE SKILLS

OBJECTIVE IV: ASSURE THAT EQUAL OPPORTUNITIES ARE AVAILABLE TO ALL EMPLOYEES TO ENHANCE THEIR
SKILLS, PERFORM AT HIGHEST POTENTIAL, AND ADVANCE WITH ABILITY (UPWARD MOBILITY)

Action Respansibie officizi(s) Target date

L. Conduct surveys in the existing work fores to determine Personnel officer, EOD opers- January 1973; an-
deg of utilization of employees and {o & I tion officers, management nuaily.
utilization. R  occupat 5 8 1 analyst.
determine ulilization and skills, with particular emphasis
directed loward grades GS-7 and below, and minority
and female employees.

2. To the extent possible, redesign or restructure Jobs and  Personnel officer, EOD manage- January 1973; con-
establish eniry level and trainee positions to facilitsle ment supervisors, RC. tinving.
upward movement,

3. Develop goals and timetables for those occupations, posi- Personnel officer, EOO super- Do.
lions, and grade levels where minority group and female visors, RC.
employses are underutilized,

4. Assist those employees identified as underutilized in using " e 2 _ S July 1, 1972, con-
their skills by encouraging them to apply for [0 ans of tinuing.

Rreater rasponsibility which would fully wtilize (heir
skills. Disseminate information on promotional op-
ortunities and seloction for promotion lo all employees.
rovide for employoes to receive consideration for details,
training, or work assignments,

5. Analyze lower-grade positions and occupations within the Personnel officer, EO0 upward
region lo identify patterns of entrance and movement maobility coordinator.
upward; establish avenues for movemen! from lower level
Lo higher level career ladders.

6. Have a career dovelopment plan appropriate for the region,
with particular emphasis on lower-grade employaes wha
appear to be underutilized and have advancement po-
tential; periodically review and update as needed.

7. Establish training and education programs, career coun-
sellng, and guidance for maximum opportunities for
employeas (o advance, to perform at their highest
potential, Equal consideration to be given to all em-
ployees,

8. Provide for skills development Iraining programs refated Personnel officer, E00....oo.o..
to the region's manpower needs, designed to qualify
employees for prometion to specific jobs; the training
to be available to as many employees as possible who
can benefit and wish to participate,

9. Conduct periodic reviews of promotions, reassignments and January 1973:
details to determine it any corrective action may be semiannuaily,
indicated under upward mobility guidelines,

10. Insure that upward mobility program objectives are pub- Persannal officer, EOO managers January 1973;
licized and understood by all employees, supervisors, supervisors, continuing.
and region officials,

0 ot S e

OBJECTIVE V: PROVIDE TRAINING, ADVICE, INCENTIVES, AND PERFORMANCE EVALUATION TO ASSURE EO PRO-
GRAM UNDERSTANDING AND SUPPORT BY MANAGEMENT AND SUPERVISORS

L Include equal opportunily coverage in supervisory and Personnel officer, EQO......... January 1973;
managerial lraining so as to instruct and advise managers continuing.
and supervisars in carryingout their responsibilities under
the program.

2. Provide for orientation, training, seminars in equal oppor- Personnel officer and regional Early 1973 (when
tunity program administration for region equal opportun- commissioner, scheduled).
ity officer, counselors, and key suparvisors,

3. Submit schedule of EO seninars to Bureay EQ Office Personnel officer, ECO Do.

4. Consider performance in the EQ area in evaluiting the Regional commissioner, DD's January 1973: con-
effectiveness of supervisors and managers; recognize PFO's 1 and personnel officer, linuing.
those who make extraordinary contributions to the pro- EOO,
gram. Encourage use of the incentive awards program to
this end. Provide for periodic counseling when deemed
necessary,

5. Encourage r!:nnnriw group employees and women to compete  Regional commissioner and per-  February 1973;
Lgr nomination as Cusloms Region V “Employee of the sonnel officer, EOO super-  annually,

visors,

6. Assure that female and minority group employees are .....do seeemessmaanaa JUly 1, 1972; con-
recognized for performance awards. Publicize such tinuing.
awards throughout region,

See footnole at end of table
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OBJECTIVE Vi: PARTICIPATE IN COMMUNITY EFFORTS TO IMPROVE CONDITIONS WHICH MAY AFFECT
EMPLOYABILITY WITH THE FEDERAL GOVERNMENT

Action Responsible official(s) Target date

L. Cooperate with other local Federal agencies (Federal Exec- PFO's and personnel officer, July 1, 1972; con-
utive Board and others) in communily action projects  EOO DD’s. tinuing.
which have an effect on Government employability,

2, Encourage management officials in the region and districts Regional commissioner and Do.
to participate in local community activities, to the extent PFO's, EEO DD's.
such activities concern customs services or personnel
recruiting needs,

3. Cooperate with schools, civic, and community groups by EQO personnel officer, DD's. ... January 1973: con-
furnishing qualified employees as speakers on customs tinuing.
operations and services; invite school groups to observe
customs functions at region and district facililies.

OBJECTIVE Vii: PROVIDE FOR INTERNAL PROGRAM EVALUATION AND PERIODIC PROGRESS REPORTS

1. Collect, maintain, and analyze statistical data on minority EQO personnel officer...._.._.. Nov. 30, 1972: quar-
group and women employees in the ragion, terly.
2. Evaluate the effectiveness of all equal opportunily activities PFO's! EOO personnel officer, Mov. 30, 1973; an-
and progress of the program within the region. Submit  DD’s. nually,
evaluation report 1o Bureau EQ Office.
3. Maintain contact with local Equal Employment Uprorluni*y EOD personnel officer and EO July 1, 1372; con-
Commission Office, Civil Service Commission local and coordinator. tinuing.
regional offices, and Bureau EQOO Office for exchange of
ideas and for advice and counseling on the program.

OBJECTIVE VIIl: PROVIDE EQUAL OPPORTUNITY COUNSELING, AND INSURE PROMPT, FAIR, IMPARTIAL
PROCESSING OF ANY EMPLOYEE COMPLAINTS OF DISCRIMINATION

L. The equal opportunity counselors will be responsible for C s, B00. ... July 1,1972; con-
prompt and fair handling of any complaints of discrimina- tinuing.
tion in accordance with established guidelines, with
review and guidance by the region equal opportunity
officer as required.

2. Publicize throughout the region the availability of EO EOO personnel officer......_._ July 1, 1972: con-
counseling, including names, locations, and phone tinuing, as changes

f.

numbers of counselors, region EO officer, EO officials in occu
Bureau headquarters and Treasury Dapartment.

3, Periodically review the effectiveness of counselors having ... January 1973; con-
complaint processing responsibilities. Counselors to be tinuing as required.
replaced and trained when necessary,

4. Provide for appropriate disciplinary and corrective action i As required.
to be taken in any case where facts prove there has been
disctiminatory practice,

5. Provide for followup action when required to insure correc- PFO's! and Regional Commis- Do.
tion of conditions which led to filing of any complaints. sioner, EOD

6. Be certain that all employees in the region are familiar with PFO’s,! EOO personnel officer. July 1, 1972; contin-
the discrimination complaint system; distribute agency-  and counselors. i
developed and Civil Service Commission literature and
directives outlining procedures. Orientation for new
employees will include information on customs EO policy,

1 Principal field officers: Regional commissioner, regional direclor, security and audit, special agent in charge, and
regional counsel.
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TreEASURY DEPARTMENT,
Bureav or CustoMs,
New Orleans, La., November 1, 1972,

I certify that the qualifications of all staff officials concerned with administra-
tion of the Equal Opportunity Program in this Customs Region, including the
following: Equal Opportunity Officer; Women's Program Coordinator; Sixteen-
Point Program Coordinator; Other EO Staff Officials have been reviewed by
competent authority and the incumbents meet the standards outlined in Qualifica-
tions Standards Handbook X-118 under “Equal Opportunity Specialist GS-160"
or “Qualifications Guide For Collateral Assignments Involving Equal Employment
Opportunity Duties”. Evidence that the review has been made and its findings
are on file and available for review by Civil Service Commission officials.

>. W. FIsHER,
Acting Regional Commissioner.

TREASURY DEPARTMENT, BUREAU OF CUSTOMS, NEW ORLEANS, LA.—REGION V
EQUAL OFPORTUNITY PROGRAM—PERSONNEL AND FISCAL RESOURCES

Man-years Dollars ¥

EO counseling..............
Complaint processing. . ...
EQ program administration..
EO subject matter training.

! Estimated, including salaries and benefits, travel, other.
¥ See attached supplementary training plans, contingent upon allocation of additional funds.

Allocation of personnel and resources for equal opportunity program— Total number
of employees in region V, 437

Equal opportunity officer (GS-11) :
Women's program coordinator and 16-point program coordinator (GS-

Equal opportunity counselors (GS-11)

Others (region personnel officer, GS-12; personnel employee relations
specialist, GS-11; and employment development specialist (training),
GS-11)

97-789—T78——0




CUSTOMS REGION V—NEW ORLEANS, LA.—PERSONNEL STAFF
REGION CONSOLIDATED FIGURES

Negro Spanish Indian Other

Male Female Male Female Mala  Female Mala  Famale Male Fe.rn:\ls

Subtotal ..

Total. .

Note: Total employees in region: 437—Male 75 percent; female 25 percent: Negro 8 percent; Spanish and Indian 1
percent; Other 91 percent.
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CUSTOMS REGION V—NEW ORLEANS, LA.—NEW ORLEANS DISTRICT (INCLUDING PORT OFFICES)

Tolal Negro Spanish Other

Male Female Female Male Female Male Female

CUSTOMS REGION V—MOBILE, ALA. DISTRICT (INCLUDING PORT OFFICES)

Totzl Negro Other

Mala Female Male Female Male Female

CUSTOMS AGENCY SERVICE, NEW ORLEANS, LA, MOBILE, ALA., AND BATON ROUGE, LA.

;1

OFFICE OF REGIONAL DIRECTOR, SECURITY AND AUDIT, NEW ORLEANS, LA,

ISeee
65-5. . e | €2

Note: 1 Spanish-surnamed male G5-5 added to above since printout of Sept. 30, 1972,
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Goars AND TIMETABLES

A positive effort will be made to employ two black males for our Mobile Ala.,
District in the career-pattern positions within the next six months, if and when
vacancies occur or funds and spaces are authorized. '

P A request has been submitted for a Clerk-Steno (GS-5 for our Equal Opportunity
[P1O/Management Analysis offices in Region HQ, when such a position is author-

ized. A concentrated effort will be made for a qualified minority employee (black
female) for this position.

. A GS-1 Spanish-surnamed male messenger in Region HQ was recently con-
sidered by our Financial Management Division to have potential for more re-
sponsible duties and was offered an opportunity as a GS-2 Clerk, He is presently
undergoing on-the-job training, and will be retained in the position if he can pr.'l:-
form the duties—and possibly qualify eventually for a higher grade,

Efforts will be made to recruit qualified eligible minority employees for the New
Orleans Distriet and Agency Service when authorized spaces oceur.

UPWARD MOBILITY

One employee—a WG-3 minority Laborer—has been recognized for dependa-
bility and was recommended for participation in the Upward Mobility program to
improve his education, thus enabling him to perform in a position of greater
responsibility with promotion potential. The goal is to upgrade this employee’s
basie skills with training for a GS position for which he could apply. An appropri-
ate course of study will begin in January 1973.

In the Foreign Mail Section of the New Orleans District there are two special-
ists, one clerical, and two wage-grade minority employees. The work load has
increased, creating a need for additional clerical and specialist personnel. The
supervisor has recognized the performance of one of the wage-grade men, but his
limitations are due to lack of education. The supervisor has requested he be included
in the Upward Mobility program for upgrading of basic skills to prepare him for
sossible conversion to a GS-5 Mail Technician and assume greater responsibility.
The goal is to make available to this employee a four-month course of study
beginning in January 1973, to include Basic Math, English and Heading, thus
projecting his eligibility for conversion upward by June 1973.

— —

MemoraANDUM—OcTOBER 16, 1972

To: All Customs Employees, Customs Region V and Customs Agency District 6.
From: Hal M. Seale, Acting Regional Commissioner.
Subject: Current Equal Employment Opportunity Officer and Equal Employment
Opportunity Counselor.
CUSTOMS REGION V

Equal Employment Opportunily Officer (Acling): Sumter L. Lallande, Room
13015, Federal Building, 701 Loyola Avenue, New Orleans, Louisiana 70113,

Equal Employment Opportunity Counselor: John J. Garitty, Jr., Room 200,
Customhouse, 423 Canal Street, New Orleans, Louisiana 70130.

The above is furnished for your information pending issuance of revised Per-
sonnel Handbook No. 2, Equal Opportunity, Customs Region V.

MemMorRANDUM—DECEMBER 19, 1972

To: Al Employees: Customs Region V, Customs Agency District 6, Office of
Security and Audit, and Regional Counsel.

From: Thaise R. Guillot, Director, Personnel Management Division.

Subject: President’s Freeze on Hiring and Promotion.

The Customs Principal Field Officers headquartered in New Orleans have au-
thorized me to inform you on the President’s freeze on the subject matter.
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The President announced a freeze, effective December 11, 1972, on the civilian
employees and the promotion of military and ecivilian personnel by Executive
Branch agencies. The freeze will remain in effect until the new budget is trans-
mitted to Congress in January 1973. The freeze will be relaxed at that time, but
only to the extent permitted by the revised spending goals for Fiscal Year 1973.

The President has made it elear that it is his firm intention to hold down un-
necessary Federal spending, so that we ean be spared the higher prices and/or
higher taxes that such spending inevitably generates.

The following personnel actions are immediately frozen: New hires, promotions
(including trainee-journevman), upward reclassification of positions, transfers
from other Federal agencies,

Actions which will not be affected: Step increases, general pay raise at turn of
vear, transfers within Department (not invelving promotions).

Exceptions to the President’s order will be permitted in cases where the actions
are essential to preserve human life and safety, to protect property, to preserve
the continuity of government or for emergency situations. All exceptions will
require prior approval of the Office of Management and Budget.

—

Customs Regiox V Training Usper EEOP ActmioNn Pranw,
NEw Orreans, La.—NoveMBER 1972

The attached supplements FY 1973 training plans for employees in the
Customs Region V geographic area.

Beeause of austerity measures taken in all phases of our operations, this Region
prepared the attached EEO training plans for FY 1973 contingent upon receipt
of funds.

Receipt of below funds by December 1972, should allow us to accomplish
EEQ training as scheduled (Item 9, attachment) :

Customs Region V
Customs Ageney Service, Distriet 6.___
Security and Audit, New Orleans.

'l‘l Il:ll
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PROPOSED UPWARD MOBILITY TRAINING

Number of
employees

Better office skills for secretanes...o.oeeevnnens S5

Basic typing. . -..oceenn-n

Refresher typing.

Basic shorthant bt

Refresher shorthand... ..........

English, spelling, punctuation

Basic math, reading, and writing skills

Basic customs classification and value and inspection and control functions......

LT T Y. T ST
=
2
=E8EZ8R8Y | 3

Recron VI, HoustoN—EqQuaAL EMPLOYMENT OPPORTUNITY AFFIRMATIVE
AcrioNn Pran, Fiscan Year Expine June 30, 197¢

FOREWORD

The purpose of this plan is to document those actions which will be taken
by the management of Region VI, Bureau of Customs, during the period covered
by the plan, in order to assure that equal opportunity is a day-to-day management
resFtlnxil)ilil)' within the region.

The plan was drafted with full consideration given to the requirement of Civil
Service Commission Bulletin No. 713-25 and supplements thereto. Information
and advice was received from members of the Regional Advisory and Planning
Committee for equal employment opportunity and a draft was furnished the
National Customs Service Association with a request for their comments. All
cTnmwnts and suggestions received were considered in the development of the
lan.

' As indicated in the plan the objectives set forth and the extent of their ac-
complishment will be reviewed periodically, with reports being submitted at
least annually to the Commissioner of Customs, through the Director, Equal
Opportunity Division, Washington, D.C., with copies being furnished the Re-
gional Director, Civil Service Commission, Dallas, Texas. This periodic review,
and the changes recommended as a result thereof, will be incorporated in successor
plans, with full recognition of current needs and new problems which emerge.

This plan is based on an assessment of the existing employment situation
within this region. It is recognized that from a “total numbers’” standpoint,
more than one quarter of our total work force is made up of minority group
members. It should also be noted that 219 of our total work force is represented
by female employees. However, management believes that minority grou
members and females do not oceupy in sufficient numbers those positions whicH
have been classified in the higher grades. It is, then, this objective toward which
we must exert our efforts.

Many of the action items place the primary responsibility upon officers in the
Personnel Management Division. The Director of the Personnel Management
Division and his branch chiefs have been apprised of this responsibility and
have expressed their approval and concurrence to the overall EEO plan.

All actions set forth in this plan are designed to achieve the goal indicated
and is in full compliance with the principles of the merit system for federal em-
ployment and promotion.

This plan should be available to all employees of the activities of the Bureau
of Customs located in this geographie region. It shall also be made available to
any and all interested individuals and groups. Comments and suggestions from
all employees and interested individuals and groups not directly affiliated with
the Bureau of Customs are welcome.




Exmisir 1
QuavriFicaTiONs OF PriNciPAL EEO OrriciaLs

I certify that the qualifications of all staff officials concerned with administration
of the EEO Program have been reviewed by competent asuthority and the in-
cumbents of these positions meet the standards outlined in Qualifications
Standards Handbook X-118 under “Equal Opportunity Specialist GS-160,” or
“Qualifications Guide for Collateral Assignments Involving Equal Employment
Opportunity Duties.” Evidence that this review has been made and its findings
are on file and available for review by Civil Service Commission officials. Those
individuals immediately concerned with the administration of the Regional EEO
Program are: Regional EEO Officer, Federal Women’s Program Coordinator,
the 16-Point Program Coordinator, and the BEEO Counselors.

CrLEBURNE MAIER,
Regional Commissioner.
W. E. BoarmaN,
Regional EEO Officer.
RoBeErT A. SBTEVENSON,
SAC, Disirict 7.
WiLLiam F. Huanus,
SAC, Disiricl. 8.
ArTHUR L. ApAMS,
SAC, Disirict 9.
Gus W. HErRrMAN,
Regional Director, Securily and Audit.

BUREAU OF CUSTOMS—AFFIRMATIVE ACTION PLAN, EQUAL EMPLOYMENT OPPORTUNITY PROGRAM

OBJECTIVE I: TO ADMINISTER THE OBJECTIVES AND RESOURCES OF THIS REGION IN A POSITIVE AND EFFECTIVE
MANNER

Action steps Responsible official Target date

L. The regional commissianer, the special agents in charge, and Regional commissioner; spe- Mar. 15, 1973.
the regional director, security and audit will annually re- cial agents in charge,
affirm their Equal Emglo ment Opportunity policy by a  districts 7, 8, and 9:
letter to all employees wi ir,; may be published in the regional regional director, security
house organ, *“The Vith Sense,” or by special letter. and audit,
2. The regional Equal Employment Opportunity action plan will be Regional EEO officer....... April 1973.
revised and updated annually with a report made stating the
degree of success in achieving the objectives set forth in the
previous plan.
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BUREAU OF CUSTOMS—AFFIRMATIVE ACTION PLAN, EQUAL EMPLOYMENT OPPORTUNITY PROGRAM—Continued

OBJECTIVE 1; TO ADMINISTER THE OBJECTIVES AND RESOURCES OF THIS REGION IN A POSITIVE AND EFFECTIVE
MANNER—Continued

Action steps

Responsible official Target date

3. Ascertainment that the regional EEO officer, the Federal
women’s program coordinator, other EEQ staff officials,
and the EEO counselors responsible for carrying oul the
program are fully lified to do so. Standards for measuring
such qualifications of EED officials are published by the Civil
Service Commission in Qualifications Standard Handbook
X-118 under "E%ual Opportunity Specialists, GS-160"" and
for part-time EEO officials under * Qualifications Guide for
Collateral Assignments Involving EEQ Duties,"” (See certifica-
tion attached as exhibit 1.)

4. For the period covered by this plan it is anticipated that the
regional office proposed allocation of personnel and resources
to carry out the EEO program will approximate 2% man-
years for an estinated annual allocated dollar cost of
$25,000. Exhibit I identifies the personnel and fiscal re-
sources which we anticipate devoting to the EEOQ program
during the life of this particular action plan

5. The specific responsibility and authority for the EEO program
management at all levels within the region rests with the
regional commissioner, who in turmn has delegated this
respansibility to the EEO officer who will assure implementa-
tion of the regional commissioner’s policy with respect to the
program.

6. An EEO advisory and planning committes will be astablished in
the regional office. This committes will be chaired by the
EEQ officer and made up of employees from the various
oﬁiamzatiunal segments and shall include a minimum of the
following:

(a) The regional EED officar;

(b) The Federal women's program coordinator:

(c) The coordinator for the 16-point program for the
Spanish speaking;

(d) A representative or officer of the National Cusloms
Service Association;

Ea) The regional personnel officer;

1) At least 2 of the 5 EEO counselors.

The committee will mest periodically to discuss program
matters and exchange ideas and views no less than once each
quarter,

7. EEO counsslor reports on precomplaint counssling activity will
be submitted monthly to regional EEO officer who will con~
solidate and forward a monthly report to Bureau's Director,
Equal Opportunity Division.

8. Narrative reports will ba submitted monthly to the regional
EEO officer by the EEO counselors outlining the cases
handled by the counselors and setting forth a synopsis of the
problems experienced in the EEO counseling program.

9. EEO seminars and meetings will continue to ba conducted and
will include all supervisory employees at all grade levels.

Regional personnel officer. ... Continuing (whenever
changes oceur In
appointment of
E%O officials).

Regional commissioner; spe- April 1973.
cial agents in charge,

districts 7, B, and 9;

regional direstor, security

and audit.

Regional EEO officer___..._._ In effect and con-
tinuing.

cmeaell. e eeeaeeen.... Commillea to be
formally estab-
lished by Jan. 31,
1973,

EED counselors Monthly,
S A Do.

Regional commissioner; spo- April 1973,
cial sg?en!s in charge, dis-
tricts 7, 8, and 9; regional
director, security and audit.

OBJECTIVE 11: TO MAKE CERTAIN THAT RECRUITMENT ACTIVITIES ARE DESIGNED TO REACH AND
ATTRACT JOB CANDIDATES FROM ALL SOURCES

1. The personnel office of region V! will establish and maintain
contacts with local community groups and collages which
can assist in the recruitment, placemant, and improvement
of job opportunities for all potential employses including
minority groups and female candidates. Representativas in
the personnel division will participate on a continuing basis
in job fairs, career days, and other activities which will help
lo inform minority group and female candidates of our
employment opportunities,

2. Conduct recruiting activities and disseminate job and career
opportunity information at schools and colleges with a sub-
stantial minority group or female enroliment. Use minority
group and female employees as members of recruiting
teams, particularly when recruiting at schools with sub-
stantial minority group or female student bodies.

3. Intensify our drive to recruit Spanish-surnamed persons
particularly for inspector and import specialist positions in
those geographic areas with a high percentage Spanish-
speaking population. 5 7

4. Where opportunity has not been previously provided, all
employees who participate in recruiting Tunctions and who

articipate on promotion panels must be provided with
EEG training and orientation,

Chief, Recruitment and Em- March 1973, and
ployment Branch, continuing.

Do.

Chief, Training and Career April1973.
Development Branch.




BUREAU OF CUSTOMS—AFFIRMATIVE ACTION PLAN, EQUAL EMPLOYMENT OPPORTUNITY
PROGRAM—Continued

OBJECTIVE 11: TO MAKE CERTAIN THAT RECRUITMENT ACTIVITIES ARE DESIGNED TO REACH AND ATTRACT
JOB CANDIDATES FROM ALL SOURCES—Continued

Action steps Responsible official Target data

5. The region will continue to utilize special employment pro- Chief, Recruitment and Em- June 1, 1973, and
grams which provide participation and developmental work ployment Branch. continuing.
training opportunities for the economically or educationally
disadvantaged. This includes work study cooperative aduca-
tion programs and similar arrangements which are designed
to prepare students and youth in general for Federal em-
ployment; particular empﬁasis should be given to shortage
category occupalions.

6. Assure that opportunities for part-time employment are .__..do..._. = .- May1, 1973, and
made known to employees and possible applicants by con- continuing.
tacting local minority group and women's organizations,
community action organizations, and local offices of the
Texas State Employment Commission.

7. Distribute special recruiting brochures and leaflets to appro- 2 s .. Dec. 1, 1972, and
riste locations in order Lo attract minority group and continuing.
emale candidates,

8. Make a special effort to inform veterans (particularly Spanish .- Jan. 1, 1973, and

surnamed and other minarity vatalansg of the availability continuing.
ol noncompetitive appointments for Vietnam era veterans
up to and including the GS-5 level,

9. Periodically review the minority group statistical report (see Quarterly.
table A) to determine if corrective action is taken regarding
the positions and average grade of minorities and females
in refation to the tolal work force at each Customs location,

10. Continue to emphasize to districts the availability of selective Regional personnel officar. __. Mar, 31, 1973,
placement, on a bilingual basis, so Spanish-speaking
persons may be reached for appointments to positions deal-
ing with Spanish-surnamed populations.

11. Advertise job opportunities in local ethnic newspapers and ... April 1973,

community publications, in order to increase the number of
qualified applicants for positions with U.S. Customs in
region Vi

12. Recruitment efforts by Personnel Division will be monitored Assistant Regional Commis- Do.

to assure that all appropriste efforts are made to acquire sioner (Administration).
the best qualified employee regardless of color, race,
religion, sex, or national origin.

13. Attempts will continue to be made to hire for summer employ- Chief, Recruitment and Em- Do,

menl high school and college teachers from schools that  ployment Branch.
serve predominantly minority group. students to give them
an insight into Customs operalions.

OBJECTIVE 111: TO ASSURE THE FULLEST POSSIBLE UTILIZATION OF THE PRESENT SKILLS OF EMPLOYEES

1. Conduct utilization surveys of all personnel in order to deter- Chief, Training and Career January 1973,
mine and identify individual employees who are being under-  Development Branch,
utilized. This survey willinclude occupational fields and grade
levels of minority group and women ta determine the extent of
underutilization and to take corrective action,

Provide equal opportunities in training programs for all . September 1973 and
muurm. including both outside and within service training continuing,
as well as on-the-job training. All orientation training for new
employees willinclude a segment dealing with equal employ-
ment policy and the employment opportunities in Customs.

At supervisory and management fraining programs will
lude a segment which provides EEO orientation and/or

training.

3. Conduct periodic reviews of promolions, details, and reassign- Regional personnel officer.__ Semiannually, Dec. 31
ment procedures and take corrective action where indicated and June 30,
to assure future compliance with directives issued by higher
authority.

4. Review screening, ranking’ and evaluation procedures to insure Mar, 31, 1973,
maximum validity for objective and equitable selection for
all promotion actions.

5. Establish special positive training programs for employees, Chief, Training and Career Da.
including minority group persons and women who have  Development Branch.
capacity for growth and ad t and whose pl d
education or training is relevant to their current or prospective
advancement. g

6. Communicate promotional opportunitiss and qualifications Chief, Recruitment and Em- Continuing.
requirements to all employees through y e-  ployment Branch,

. ments, as well as notices of selactions. !

7. Assist those employees identified as underutilized by en- Chief, Training and Career April 1973, and
ooursgin‘tthem to apply for positions of greater ibility  Development Branch, continuing.
which will fully utilize their skills,
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BUREAU OF CUSTOMS—AFFIRMATIVE ACTION PLAN, EQUAL EMFLOYMENT OPPORTUNITY
PROGRAM—Continued

OBJECTIVE IV: TO INSURE THAT EQUAL OPPORTUNITIES ARE AVAILABLE TO ALL EMPLOYEES TO ENHANCE THEIR
SKILLS, PERFORM AT THEIR HIGHEST POTENTIAL, AND ADVANCE WITH THEIR INDIVIDUAL ABILITIES (UPWARD
MOBILITY)

Action steps Responsible official Target date

1. Review and analyze occupational areas to identity low grade Chief, Training and Career Apr. 15, 1973, and
dead end positions and redesign specific jobs and career  Development Branch. continuing.
guidelines to provide greater career opportunities, lateral
movement into related fields, and flexibility in entrance
requirements.

2. \dentify, train, and develop to meet objeclive of the Upward = heeedieedee o3l 1973,
Mability concept those interested and qualified employess
in lower grades by taking the following affirmative action
steps:

(a) Upgrading of clerical, technical, and professional skills:

(b) Providing special training, coaching, and work experi-
ence where the need appears to exist;

(c) Arranging for basic or special education when needed:

(d) Participate in projects to improve the skills and em-
ployability of the dis d and those parlici-
pants in the economic and educational oppertunity
program (EEOP);

(e) Train supervisors in the maximum utilization of skills
and techniques (MUST) concept as such applies to
the supervision of disadvantaged youths as well as
adults with special problems.

3. An Upward Mobility program will be initiated and maintaingd Regional personnel officer. . April 1973,
in the region.

4. Examine %alihwtion standards to insure that barriers to Chiel, Recruitment and Em- Do.
Upward Mobility do not exist. ployment Branch,

5. The lefion'sl Upward Mobility program will be communicaled Regional personnel officer. ___ Do.
to ail employees.

6. Encourage employee salf-development by providing counseling Chi»f, Training and Career De- Nov. 30, 1972, and
and assistance when requested. Disseminate salf-develop- velopment Branch, continuing.
ment information and assist all employees interestad in tech-
nical or professional positions by co:nsaling and guidance
techniqJes.

7. Encourage use of programs designed to nrinr recruils into tha Chief, Recruitment and Em- March, 31, 1973,
organization at a lower lavel with a view of ultimate upgrad- ployment Branch.
ing, e.g., hiring at worker-trainee and junior Federal assist-
ant exams leve! as well as various manpower training pro-
grams of the Department of Labor, OEO, etc.

OBJECTIVE V: TO UTILIZE THE INCENTIVE AWARDS AND PERFORMANCE EVALUATION PROGRAMS TO ASSURE
Egg%ié;;? UNDERSTANDING AND SUPPORT OF SUPERVISORS FOR THE EQUAL EMPLOYMENT OPPORTUNITY

1. Evaluate the performance of supervisors and managers in terms  Regional commissioner; spe- Annually, as rati
: 44 ngs

of how they relate to the concepts and principles of the EED cial asenls in charge, dis- are due.
program and provide counseling service to those supervisors  tricts 7, 8 and 9 : regional
who appear to be effective. director, security and audit.

2. Recognize supervisars and managers who conlribute notably ... _do -- As appropriate.
to the success of Customs EEQ program in accordance with
Bureau Circular PER-4-PER dated Apr. 6, 1970.

OBJECTIVE Vi: T0 INSURE THAT TOP MANAGEMENT IS INVOLVED IN COMMUNITY PROGRAMS WHICH HAVE A
POSITIVE EFFECT ON EMPLOYABILITY

1. Through FBA and Federal executive boards regional manage- All management personnel in  Feb. 1, 1973,
ment ofiicials will cooperate with other agencies in spear- region; special agents in
heading community action programs which have a positive charge, districts 7, 8, and 9;
effect on employability. In those districts having no FBA or regional director, security
FEB, mginﬂar management officials should assume commu- and audit,
nity leadership in spearheading such action programs. /

2. Become familiar with the activities of fair housing organizations  Chief, Employee Relations and  Nov. 30, 1972, and
and establish relations with tham whereby employees may Services Branch, continuing.
receive information and assistance. Insure that any housing
information posied on the office bulletin boards is on an open
housing basis.

3. Assist minority group employeas in finding suitable housing and . 53 PR 5 = Do.
transportation if they incur difficulty in obtaining such and
this serves as a barvier to employmant in a pailicular area.

Inform minority group employeas and prospective employees
of this available assistance.

4, Cooperate with local community groups in the establishmant of cesssvassacaa-aan. D66 31, 1972, and
child day-care centers neaded by employees or applicants for continuiag.
employmant. Also establish continuing productive relations
with minority group and woman's organizations in the com-
munity, all of which is designad to bring about &n improved
liaison with such groups and a resulting mutually beneficial
relationship.
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BUREAU OF CUSTOMS—AFFIRMATIVE ACTION PLAN, EQUAL EMPLOYMENT OPPORTUNITY
PROGRAM—Continued

OBJECTIVE VIl: TO PROVIDE FOR THE ESTABLISHMENT AND MAINTENANCE OF AN INTERNAL PROGRAM
EVALUATION SYSTEM

Action steps

Responsible official Target date

L. The regional program will be evaluated annually and sub-
mitted to the Bureau in accordance with the rovisions of
Bureau Circular PER-16-EEQ dated Oct. 25, 1972. As men-
tioned in objective I the affirmative action items under each
objective will be evalusted with the results being submitted
to the regional office of the Civil Service Commission and the
Bureau EED Office.

2, Minority statistical data will be compared quarterly, based on
computer reports originating with the payroll center which will
reflect the extent of employment of minority group and female
employees in Customs and their average grades in relation to
the total number of employees and average grades. An analy-
sis will be made to determine conditions requiring corrective
action, employment patterns and trends, recruiting needs,
program needs, elc,

3. Statistical data will be maintained on the employment of minor- ___. _do_.

ity group and female employees in region VI, Customs.

Regional EEO officer. .. ...... Nov. 30,1972,

~evmssanaan- Al end of each calen-
dar quarter,

--- Quarterly and con-
tinuing.

OBJECTIVE VII1: TO INSURE PROMPT, FAIR, AND IMPARTIAL PROCESSING OF COMPLAINTS OF DISCRIMINATION
AND EEO COUNSELING

L. There should be appointed and trained a sufficient number of
EEO counselors so dispersed throughout the region as to be
i to all empl . The inf ion and training
afforded designated 550 counselors in this region should be
maintained and renewed on an as needed basis.

2. Appropriate and timely disciplinary and corrective action will
be taken in those cases where the facts prove there have
been discriminatory practices.

3. The names, add , and phone bers of the regional EED
officer and the EEO counselors shall be widely publicized
along with names, add , and phone bers of the EEQ
officials at the Department and Bureau level, This will be
accomplished by posting on each EEO bulletin board,

4, Thmu?h bulletin ‘board notification employees in this region
shall become wholly familiar with the discrimination com-
plaint system by pasting Civil Service Commission or agency
developed literature which outlines total procedures.

5. Appropriate followup action will be taken 1o insure correction
of conditions that led to filing of complaint.

6. The regional EEO officer will
the program and handling
appropriate.

be responsible for implementing
complaints of discrimination as

Regional EEO officer_ _ Dec. 31, 1972, and

conlinuing.

Regional commissioner Dec. 1, 1972, and

continuing.

Jan. 1, 1973, and
continuing.

Regional EEO officer

rame 0L e e e amanee DG 1, 1072, And

continuing.

Regional commissioner; spe- December 1972, and
cial agents in charge, dis- continuing.
tricts 7, 8, and 9; regional
director, security and audit.

Regional EEO officer___ Do.

EXHIBIT 11

ALLOCATION OF PERSONNEL AND RESOURCES FOR EEO DURING FISCAL YEAR 1973
[Total number of field employees, 1,246 (regular full-time) as of June 30, 1972}

Full time Part time

1. EEO program personnel
EEOD officers

16-point program coordinators. .. ..
Other EEO office staff officials.

EED counselors. ... =
Discriminati p in

Others (steno-clerical)_ _ . _

2. Personnel and fiscal resources:
EEO counseling.._..___
Complaint processing._ . .

EEO program administraio
EEO subject matter training. .

Man-years Amount !

Note: The costs allocated to training subject to budgetary restrictions.
Vncludes dollar costs for salaries and benefits and other expenses such as travel for EEO officer and counselors,
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Recion VII, Los AxceLes—Magrcn 1, 1972, To ApmiL 30, 1973

OBJECTIVE |: ORGANIZATION AND RESOURCES TO ADMINISTER THE EEO PROGRAM IN A POSITIVE AND
EFFECTIVE MANNER

Action

Responsible official Target date

. EED action plans will be revised and updated annu-
ally. A report on the degree of success in maeting
the objectives will be includad.

. Policy statements will be i35:i24 annually

. EEQ seminars and meetings will be conducted and
will include all suparvisary employess at all grada
levels, Coverage will be given to such program
items as the supervisor's responsibility in EEQ,
Customs EED policy, problems of specific minority
groups which affeci employability, ete, A schedule
of seminars will be submitted to the Director,
Egual Opportunity Division, Bureau headquarters.

An EEO advisory committee will be established in the
regional and district offices. Committees will be
made up of minority group and female employees
from each organizational sagment and will advise
management on the special concerns of minority
group and female employees.

. Precomplaint counseling reports will be submitted to
the regional EEO officer by the counselors.

. EEO counselors will submit to the EEOD narrative
reporis on the cases handled and a synopsis of the
problams of the EEO counseling program.

. Attachment 1 lists the numerical goals and limetables.

. Allocation of personnel and resources for EEQ, (Sea .._._.

attachment 2.)

. Report of qualifications of principal EEQ officials. (See
attachment 3.)

10. Minority group statistics. (See attachment 4.)__

EEO, personnel officer, and EEO co- Mar. 1, 1973.
ordinator.
Regional commissioner and EEOD Fab, 15, 1973.
Regional commissionsr, EEOO, EEO May 28, 1973.
coordinator, parsonnsl officer, and
training and career development
officer.

EEOH{_), EED coordinator, and personnel Mar, 5, 1973,

oilicer,

EEQ counselors and EEOD
Oct. 24
EEO counselors...........o.... Do.

EEQD, EEO coordinator, regional com-
missioner, and personnel officer.

OBJECTIVE 11: REGRUITING ACTIVITIES DESIGNED TO REACH AND ATTRACT JOB CANDIDATES FROM ALL SOURCES

1. Establish and maintain new contacts with local com-
munity groups and colleges which can assist in the
recruitment and placemeant of minority group and
female employees. Participate on a continuous basis
in job fairs, career days, and other activities which
will help to inform minority group and female can-
didates of employment opportunities.

2. Conduct rectuiting aclivities and disseminate job
information at schools and colleges with substantial
minority group or female enrollments. Use minority
group and female employees as members of recruit-
ing teams, particularly when recruiting at schools
with substantial minority group or female student
bodies. Training may be needed to deal with special
problams such as a language barrier.

3. Provide EEO training and orientation for all recruiters
and selecting officers,

4, Intensify drive to recruit Spanish-surnamed persons

articularly for public contact jobs in areas with
ﬁeaw Spanish-speaking populations and other
major metropolitan areas.

5. Continue n[aeratmg special employmenl programs
which will provide participation and developmental
work training opportunities for the economically or
educationally disadvantaged.

6. Hire for summer employment, high school and college
teachers from schools that serve minority students
to give them insight into the operations and pro-
grams of the Bureau of Customs.

7. Make a special effort to inform Spanish-surnamed and
other minority veterans of the availability of non-
competitive appointments for Vietnam era veterans
including GS-5 level.

Regional commissioner, district direc- May 1, 1972, and

tors, special agents in charge, per-
sonnel officer, EEQ officer, and port
directors.

continuing.

Personnel officer, training officer, spe-
cial agenls in charge, and district
directors.

May 1, 1972,

EEQO and training officer............. Apr.30, 1973.
Regional commissioner, special agents May 1, 1972,
in charge, district directors, EEO
officer, and personnel officer.

Personnel officer

Regional commissioner, personnel of-

May 31, 1972,
ficer, and EEDO,

Regional commissioner, personnel of- June 30, 1972, and
ficer, EEDD, and district directors. continuing.

Quarterly, beginning
i 1‘3?5,



145

Recrox VII, Los AxcELEs—Marcr 1, 1972, To Aprin 30, 1973—Continued
OBJECTIVE I11: FULL UTILIZATION OF THE PRESENT SKILLS OF EMPLOYEES

Action Responsible official Target date

1, Utilization survey will be conducted of all employaesin  Parsonnel officer, EE0OQ, and EED co- Apr. 30, 1973,
grades GS-7 and below to determine the degrea of ordinator.
utilization of amployees and to prevent underutiliza-
tion of available skills, Occupational fields and grade
levels will be surveyed to determine the utilization
of minority group and female employees.

2. Goals and timetables will he daveloped for those pccu-  EEQO, EED coordinator, and personnel Do.
pations and grade levels where minority group and officer.
female employees are underutilized.

3. Employees identified as possessing skills that ara EEOQO, EEO coordinator, parsonnel of- Apr. 30, 1973, and
underutilized must ba encouraged to apply for posi- ficer, and supervisors and managers. continuing.
tions which will fully utilize their sk

4. Job vacancies, promotional apportu and salec- Personnel officar Mar. 1, 1972, and
tions for promotion will be dissamin J.«rl to all new continuing.
employees,

5. Promotions, details, reassignments, screening. rank- EEOQ, EED coordinator, and personnel Sept. 30, 1972, and
ing, and evaluation procedures will be reviewad and officer. continuing.
corrective action taken if necessary.

OBJECTIVE IV: OPPORTUNITIES FOR EMPLOYEES TO ENHANCE THEIR SKILLS, PERFORM AT THEIR HIGHEST PO-
TENTIAL, AND ADVANCE IN ACCORDANCE WITH THEIR ABILITIES IN LIGHT OF AVAILABLE OPPORTUNITIES
(UPWARD MOBILITY)

1. An upward mobility program will be initiated and Responsibilites for actions 1 to 3 are Apr. 30, 1973.
maintained. shared equally by EEQQ, managers
and supervisors, parsonnel officers,
and training officar.
2. Equal consideration will be given to all employees for 7. R ety LR 1D
available training programs, details, and work
assignments,
3. Minority group and female employeas will ba given
equal consideration for participation in managerial-
type training programs.
4. Information concerning the upward mobility program Responsibilities for actions 4 to 9 are  Apr. 30, 1973,
will be disseminated to all employees. ared equally by training officer,
EEQO, managers and supervisors,
and personnel officer.
5. Establish special, positive training programs for em= ... .d0 .. ... oeoeoinn.nn.
ployees, including minority group persons and
women who have the capacity for growth and
advancement, and whaose planned education or
training is relevant to their current or prospective
responsibilities.
6. Review and analyze occupational areas periodically to
identify low-grade, dead end positions and redesign
specific jobs and career guidelines to provide greater
career opportunities, lateral movement into other
fields, and fiexibility in entrance requirements.
7. Identify, train, and develop for upward mobility, in-
terested and qualified employees in lower grades by
such activities as—
(a) Upgrading of clerical, technical, and profes-
sional skills;
(b) Providing special training, coaching, and
waork experience when needed;
(c) Arrangmg for basic or special educaticn when

() Projacts to improve the skills and employa-
bility of the disadvantaged and partici-
pants in the economic and educational
opportunity program;
(e) Training superviscrs in MUST, in supervision
he disadvantaged youlhs as well as
adults with special problems.
8. Encourage emplayee self- deve prnenl by providing .... May 1, 1972, ang
and continuing.
9. Encour use of programs desngnad to bring recruits
into the organization at a lower level than usual
with a view toward upgrading.
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Recron VII, Los ANGELES—MARCH 1, 1872, To Aprin 80, 1973—Continued

OBJECTIVE V: TRAINING, ADVICE, INCENTIVES, AND PERFORMANCE EVALUATIONS TO ASSURE PROGRAM
UNDERSTANDING AND SUPPORT BY SUPERVISORS AND MANAGERS

Action Responsible official Target date

1. All supervisory and managerial training programs will Training officer, EEQOD, and EEO coor- Nov. 30, 1972, and
include a segment which deals with their responsi-  dinator, continuing.
bility under the EEO program, implementation of
these responsibilities, EEQ Act of 1972, and general
EEO training and orientation.

2. Recognition will be given to supervisors and gers Regional c Issi and i As
who contribute notably to the EEO program. Bureau regional commissioners.

Circular PER-4-PER, dated Apr. 6, 1970,

3. In evaluating supervisors and managers, considera-
tion will be given to their performance in EEO,
fwnsehng will be provided those who are inef-

ective,

ppropriate.

OBJECTIVE VI: PARTICIPATION IN COMMUNITY EFFORTS TO IMPROVE CONDITIONS WHICH AFFECT
EMPLOYABILITY IN THE FEDERAL GOVERNMENT

L. Cooperate with other Treasury bureaus through Fed- Regional commissioner, district direc- May 1, 1972, and
eral executive boards and associations in spearhead- tors, and port directors, continuing.
ing community action projects which have a positive
effect on employability, In the absence of FEB or
FEA, Customs officials should assume leadership
in spearheading such community action programs.

2. Assist minority group employees in finding suitable .
housing and transportation if difficulty in obtaining
such serves as a barrier to employment of minority
Rroups in a particular area. Inform minority group
employees and prospective employees of available
assistance.

. Become familiar with the activities of fair hovsing ____.do.. . ......_.
organizalions and establish relations wilh them
whereby employees may receive information and as-
sistance. Insure thal any listing of housing posted
on office bulletin boards are offered on an apen
occupancy basis.

R i Sl Do,

OBIECTIVE Vil: SYSTEM FOR INTERNAL PROGRAM EVALUATION AND PERIODIC PROGRESS REPORTS

L. The EEO program will be evaluated annually........... Personnel officer, EEQO, and EEO coor- Mav. 30, 1972,
dinator.

2. Statistical data will be maintained on the employment Quarterly.
of minority group and female employees,
3. Statistical and program data will be analyzed and re- .
viewed in order to determine program needs, con-
ditions requiring corrective action, employment
patterns and trends, recruiting needs, promotional
opportunities, elc.

OBJECTIVE VIII: PROMPT, FAIR, AND IMPARTIAL PROCESSING OF COMPLAINTS OF DISCRIMINATION AND
EED COUNSELING

1. The EE0O is responsible for impl ing the pro- EEOO sesscemssesesenenaenaaaaa OCh 30,1972, and
gram and for handling complaints of discrimination. continuing.

2. EEU counselors are to be so dispersed as to be avail-
able to all employees, Counselors are responsible
for processing informal complaints of diserimination
and will be trained and replaced as appropriate,

3. Periodically the adequacy and competence of all per- EEQO and personnel officer........._. Mar. 3,1973.
sonnel having complaint processing responsibility
will be reviewed,

4. Appropriats disciplinary and corrective action will be Regional commissioner and EE0D. . _.. Ocl. 30, 1972, and
taken in complaint cases whera the facls prove continuing,
there has been discriminatory practices.

5. Follow-up will be made to insure correction of condi- . __ Do.
tions which led 1o the filing of complaints,

6. Publicize the names of Treasury Department and REED sy cenmanees NOV. 30,1972,
Bureau EEQ officers, and local counselors.




Rec1oN VII, Los ANGELES—MARCH 1, 1972, To Aprin 30, 1973—Continued
OBJECTIVE 1X: PROGRAM COMMUNICATION

Action Responsible official Target date

1. Orientation for new employees will include informa- Personnel officer, training officer, and Oct. 30, 1972, and
tion which deals with Customs EEQ policy and the EEDOQ. conlinuing.
complaint processing system.

2. The complaint processing system will be publicized to EEOO. .. ..o ommmeonoeomranens Do,

2ll employees.

3. To create an atmosphere of awareness and to con- Oct. 30, 1972.
tinually emphasize the program, general program
information will be disseminated to all employees
and as appropriate published in the regional house

organ,

4. EEO bulletin boards will be posted throughout the Jan, 30, 1973,
region, Information on these boards will be updated
as needed,

ATTACHMENT 1
GOALS AND TIMETABLES FOR MINORITY GROUP HIRING

Number of
Type of position GS grade positions Target date

Customs inspactor - 31 Dec. 31,1972
Equal opportunity officer 1 Jan. 31,1973

ALLOCATION OF PERSONNEL AND RESOURCES FOR EEO

Fulltime Parttime

A. EEO program personnel (total number of field employees, 1,226):
Equal employment opportunily officer. ... ... ... ... ___... . . - $1,779
Federal women's program coordinator > 366
16-point program coordinator £ 0
Other EED office stalf officials ... _...._..._. WALl ¥ 366
EEO counselors 2,410

Dollars

B. Personnel and fisca! resources:
EEO counseling L $2,41
Complaint processing. . _____ e 1
EEQ program administration. _. 1
EED subject matter training 1

4
2

62
98

Rerort or QuaLiFicaTIONs oF Princiran EEO OrriciaLs

I certify that the qualifications of all staff officials concerned with administra-
tion of the EEO Program including the following: EEO officer, Federal Women’s
Program Coordinator, and other EEO staff officials, have reviewed by compe-
tent authority and the incumbents of these positions meet the standards outlined
in Qualifications Standards Handbook X-118 under “Equal Opportunity Spe-
cialist GS-160" or “Qualifications Guide for Collateral Assignments Involving
Equal Employment Opportunity Duties.” Evidence that the review has been
made and its findings are on file and available for review by Civil Service Com-
missions officials.

JEroME HOLLANDER,
Equal Employment Opporlunity Officer.
Rocer A, MoriN,
Acling Regional Commaissioner.
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Parr B
EMPLOYMENT Goars—To BE Mer By Marcu 2, 1973
REGIONAL HEADQUARTERS

Situation.—At present there are no minority or female operation offi
Goal.—To select from within Customs one minority or one female emp ln\ eo
to fill the existing GS-11/13 vacaney.

FINANCIAL MANAGEMENT DIVISION

Silualion.—At present there are no minority emplovees in the grades GS-9
I : plo]
and up.

Goal.—To fill at least one of the existing GS-9 vs ies with a minority
employee,

SAN FRANCISCO DISTRICT—INSPECTION AND CONTROL DIVISION
Siluation.—The number of minority and female ingpectors is quite low. There
are no minority or female supervisor w~|=m to

Goal—To promote one minority or female to a GS-11 supervisor position and
to select one minority and two female inspectors, GS

CLASSIFICATION AND VALUE DIVISION
Situation.—There are only two black and two Spanish-surnamed import
specialists,
Goal.—To appoint one black or Spanish-surnamed import specialist, GS-7.
SEATTLE DISTRICT—INSPECTION AND CONTROL DIVISION

Situation—The number of minority and female inspectors is low,
Goal.—To appoint two black and one female inspeeto -7

ANCHORAGE

Situalion—There are no female inspeetors or full-time port directors in the
Anchorage District.
Goal.—Appoint one female inspector, GS-7

Part C

Allocation of resources
Personnel :
Part-time equal employ ment opportunity officer, GS
Part-time Federal women’s coordinator, GS-12
Part-time equal employment opportunity counselors
Seattle, GS-12,
San Francisco, GS
Portland, GS-11,
San Francisco, GS
Honolulu, GS-9, 1.
Oakland, GS-6, 1.
Part-time eler k-stenogrs ipher,
Fizcal outlays:
Administration
Counseling___.__._______
Training____

Total
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PART D.—ACTION ITEMS

OBJECTIVE |: TO ADMINISTER THE OBJECTIVES AND RESOURCES OF THE REGION IN A POSITIVE AND EFFECTIVE
MANNER

Action steps Responsible officials Target date

1. The region will reaffirm its established equal em- Regional commissioner, EEQ Mar. 2, 1973.
ployment opportunity policy and distribute the  officer, director, personnel
revised affirmative action plant to district direc- management.
tors and other regional officials,

2. The region will establish equal employment op- EEQ officer, district directors, Annually Mar. 2, 1973, and
portunity advisory committees in the regional director, personnel manage- July 1 of succeeding years.
office and all districts, which will meet at least ment.
quarterly. Recommendations for membership
will be made by the district directors and
should include a women's representative, mi-
nority employees, and a representative of the
exclusively recognized employee organization,
when possible.

3. The region will continue to conduct equalemploy- Director, personnel manage- Feb, 1,1973,
ment opportunity seminars and meetings as ment, EEO officer, district di-
necessary lo assure that managers and super- rectors, training officer.
visors are aware of :

(a) Current responsibilities with respect to EEQ
in general,

(b) Problems of specific minority groups which
have an effect on employability, and up-
ward mobility, e.g. language, which may
be a barrier to some Spanish-speaking
Americans

(¢) Specific administration and/or departmental
special programs such as the 16-point
program for emp!nyrnenl of Spanish-sur-
named, and the women's program.

4, Schedule of EEO seminars shall be submitted to EEO officer, training officer Feb. 15, 1973.
the assistant to the commissioner (EEQ).

5. Conduct a review of each occupational field in each  EEOQ officer, director, personnel Quarterly beginning Oct. 15,1972
district to determine the relative utilization of management.

Negro, Spanish-surnamed American, American

Indian, Oriental American, and Alaskan Mative

minorities, as applicable, and women, in such
fields.

6. Issue a policy statement on the EEO program. ... Regional commissioner......... Jan. 2, 1973

7. Undertake periodic assessment of progress being EED officer. ... o..coeaeeanas Quarterly hegmnmgﬂct 15,1972
being made in implementing and utilizing the
numerical goals established.

OBJECTIVE Il: TO INSURE THAT RECRUITMENT ACTIVITIES ARE DESIGNED TO REACH AND
ATTRACT JOB CANDIDATES FROM ALL SOURCES

1. Maintain and establish new contacts with mi- Director, personnel manage- Feb, 15, 1973, and continuing.
nority group and women's schools, colleges, ment, district directors.
and other educational institutions, having
predominantly  Negro, Spanish-surnamed,
American Indian, Oriental American, and
Alaskan Native enrollment. Negotiate recruit-
ment schedules and provide for the assignment
of women and appropriate members of mi-
nority groups as recruiters and panel inter-
viewers when and wherever possible (e.q.,
use of Spanish-speaking recruiters when re-
cruiting at schools with large numbers of
Spanish-speaking students).
2. Orient and train all recruiters and panel inter- Director, personnel manage- Jan. 15, 1973.
viewers as lo equal employment opportunity ment, training officer,
rasponsibilities, and any special recrurtment
techniques which may be applicable to a spe-
cific minority group {e.g., use of Spanish lan-
guage recruitment literature).
3. Participate in job fairs, career days, and similar Director, personnel manage- As announced,
programs, - ment.
4. Participate and expand participation whare Director, personnel manage- Jan. 30, 1973,
possible in formalized cooperative programs ment, EEO officer.
and similar type work-study endeavors to pre-
pare students for shortage category occupa-
tions, emphasizing these programs as 1 means
for accomplishing EEQ goals (e.g., entering into
agreements at colleges with significant num-
bers of Spanish-speaking students).
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PART D.—ACTION ITEMS—Continued

OBIECTIVE II: TO INSURE THAT RECRUITMENT ACTIVITIES ARE DESIGNED TO REACH AND ATTRACT
JOB CANDIDATES FROM ALL SOURCES—Continued

Action steps Responsible officials Target date

. Hire for summer employment high school and Director, personnel
college teachers from schools serving Spanish- ment.
speaking and other minority students to give
them understanding of the Bureau of Customs
organization, mission, and operations which
they can relate to these students

. Make special effort to inform Spanish-surnamed _
and other minority veterans of availability of
noncompetitive appointments for Vietnam era
veterans including GS-5 level.

- Periodically survey and take feasible actions to Director, personnel manage- Mar. 1, 1973.
meet the needs of applicants and employees, ment, district directors.
particularly women, for special supportive em-
ployment services and adjustments, such as
arrangements for day-care facilities for chil-
dren, part-time work or irregular duty tour
considerations, ete.

. Disseminate job information to schools and eol- Director, personnel manage- Jan, 5, 1973,
leges with substantial minority and female ment, district directors, E%O
enrollment. officer,

. Disseminate Job Information to local community Feb. 15, 1973.
organizations which can aid in recruiting for
clerical, professional, and part-time positions.,

Information on opportunities for employment
through the various manpower programs should
also be disseminated fo these organizations,
10. Recruitment of Spanish-surnamed candidates Director, personnel manage- Jan, 15, 1973.
for public contact positions, ment.
11. Selective placement on a bilingual basis of ...__do
Spanish-surnamed candidates.

manage- March 1973 and continuing.

............... =eeweno Dec. 15, 1973, and continuing.

OBJECTIVE 111: TO ASSURE THE FULLEST POSSIBLE UTILIZATION OF THE PRESENT SKILLS OF EMPLOYEES

13 Conduct skills survey and review of employees in Director, personnel manage-

Feb. 1, 1973, and continuing.
grades GS-2 through GS-7 and wage system ment, EEQ officer.

equivalents in order to identify cases of under-
utilization of their skills, In this respect be
sure that proper recognition is given to skills
which may have been gained oulside of a formal
work situation (e.g., skills gained while doing
volunteer work, or skills gained through a
hobby, etc.).

2. Provide appropriate followup action where a District directors, EEO officer,
survey identifies wnderutilization (e.g., in director, personnel managa-
formal or on-the-job training, reassignment, ment, supervisory personnel.
or placemsnt), where such a survey shows the
need for greater skills competence that will
enable an employee to better parform his
current job, or train the employee for more
challenging and responsible job assignments,

3. Communicate promotional opportunities and Director, personnel management, Oct, 15, 1972.

ualification requirements to all employees
through vecancy announcements, newsletters,
and olhar media,

4, Provide for employees at all grade levels to Director, personnel manage- Do.
receive consideration for details, training or ment, district  directors,
work assignments that will further utilize past  supervisory personnel,
experience and training

5. Undertake periodic assessment of progress EEO officer.... Quarterly beginning Oct. 15,
being made in implementing and utilizing 1972,
the numerical goals established.

Mar, 1, 1973, and continuing.




PART D.—ACTION ITEMS—Continued

OBJECTIVE IV: TO INSURE THAT EQUAL OPPORTUNITIES ARE AVAILABLE TO ALL EMPLOYEES TO ENHANCE THEIR
SKILLS, PERFORM AT THEIR HIGHEST POTENTIAL, AND ADVANCE WITH THEIR ABILITIES (UPWARD MOBILITY)

Action steps Responsible officials Target date

1. Review and evaluate established bureau action Director, personnel manage- Continuing.
plans for appropriate upward mobility program mant, EEO officer,
i.‘[l'l|)f|d"’\

2. Conduct periodical revisws of promotions, de- Regional commissioner, direc- Jan, 30, 1973.
tails, and reassignment actions and take cor- 10 . personnel management,
:;_active action as soon as possible where in- EED officer.

icated,

3. Review screening, ranking, and evaluation pro- .
cedures to insure maximum validity for objec-
tive and equitable selection,

A. Establish special, positive training programs for District directors, director, per-
employees, including minority group persons sonnel management, train-
and women who have demonstrated rapmly ing officer
for growth and advancement, and whose
planned education or training is relevant to
their current or prospeclive responsibilities.

5. Review and analyze occupational areas to iden- Director, personnel manage- Mar, 1, 1973,
tify low-grade dead-end positions and re- ment, classification special-
design specific jobs and career guidelines in isl, supervisors,
order lo provide:

(a) Greater career opportunities.
(b) Lateral movement into related fields,
(c) Floxibility in entrance requirements,

6. Identify, train and develop for upward mobility, or, personnel manage-
interested and qualified employees in lower training officer, super-
s;l'srles (GS-1 to /7 or equivalents), by such ac- visors.
tivities as:

(a) Upgrading of clerical, technical and pro-
fessinnal skills,
(b) Providing special lraining, coaching,
and wark experience when needed.
() Arranging for basic or special education
when needed,
(d) Projects to improve the skills and
emplayability of the disadvantaged
and participants in the economic and
educational opportunity program,
(e) Training supervisors _and polential
supervisors in MUST, in supervision
of the disadvantaged youths as well
as adults with specizl problems.
7. Encourage employees to develop themselves_... Director, personnel manage- Continuing.
(a) Disseminate seli-development infor- ment, district directors, su-
mation. pervisors,
(b) Counse! employees as to potential.
Encourage them to develop,
(c) Assist employees interested in tech-
nical or pre sional positions
8. Encourage use of programs designed to bring Director, personnel manage-
r».-r.-u:'.'-. inlo organization at a lower ment.
level with a view toward
€. use ol worker-
I..r1|r|c|.t and junior Federal assistant
exams and various manpower train-
ing programs of Department ol
Labor, OED, etc.
9, Uxamine qualification standards to insure that 08 o ekt niin --== Dec. 15, 1973,
barriers to upward mobility do not
exist,
10. Participation of minority group and female Direclor, personnel manage- Do.
employees in the execulive develop- ment, training officer,
ment program and other managerial-
type training programs.

OBJECTIVE V: TO UTILIZE THE INCENTIVE AWARDS AND PERFORMANCE EVALUATION PROGRAMS TO SUPPORT
THE EQUAL EMPLOYMENT OPPORTUNITY CONCEPT

1. Continue to identily and reward supervisors and Regional commissioner, district As appropriate,
managers who contribute notably to customs' directors, director, persennel
equal employment opportunity program suc-  management.

cess,

2. Continue to consider performance in the equal nrank ey . Do.
opportunity area in evaluating the effective-
ness of supervisors and managers.

3. Counseling of supervisors who are ineffective in
promoting the EEQ program.
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PART D.—ACTION ITEMS—Continued

OBJECTIVE VI: TO INSURE PROMPT, FAIR AND IMPARTIAL PROCESSING OF COMPLAINTS OF DISCRIMINATION:
AND PROVIDE EQUAL EMPLOYMENT OPPORTUNITY GOUNSELING

Action steps Responsible officials Target date

L. With the concurrence of the assistant to the com- District directors, EEQ ofiicer, Nov. 15, 1972, and continuing
missicner (EEQ), the region will appaint and training officer.
train a sufficient number of equal employmant
opporiunity counselors so dispersed through-
out all areas as to be reasonably available to
all employess,

2. Appropriate disciplinary and corrective action will Regional commissioner, direc- As needed.
be taken in cases where facls prove there have tor, personnel management,
bean discriminatory praclices, EEQ officar.

3. Equal employment opportunity counselors and EEO officer July 1973 and continuing.
committee members will be provided with in-
formation, current directives, and publications
in the field of EED and minority group problems
on a continuing basis

4. EED Counselor reports on precomplaint counsal- Counsalors, EEO officer. .. ...... Quarterly.
ing shall be submitted quarterly to the ragional
EED officer.

§. Narrative reports should be submitted on cases e . i Do.
handled by counsslors along with a synopsis of
the protlems of the EEQ counsaling program.

6. Publicize to all employees the names of EEQ EEO officer, public information Jan, 2, 1973,
counselors and customs EED officers, officer,

7. Publicize the complaint processing system to all e |y Do.
employees,

B, Establish and update EEQ bulletin boards EEO officer, district direclors.... Do.
throughout the region.

9. Establish a followup system to insure correction EEO officer Mar, 1, 1973,
of conditions which led to the filing of a com-
plainty

Rreron IX, Cuicago, I, Novemser 30, 1972, To Noveuser 30, 1973

I. OBJECTIVE

The objective of this plan is to assure equal opportunity for all Customs em-
pln'\'(‘!'s.

OBJECTIVE I: TO ADMINISTER THE RESOURCES OF THE BUREAU IN A POSITIVE AND EFFECTIVE MANNER

Action Responsible officials Targel date

1. EE0O aclliurl plan will be revised and updated annually for ap- Nov. 30,1973
proval,
2. Include numerical goals and timelables to achieve minority
group and female hiring. Check the progress of these goals
and timetables.
3. Policy statements will be issued annually giving support to the  Principal field officers, district directors. Nov. 30, 1972
program.,
4. EEO seminars and meetings will be conducted to creale aware- Principal field officers, regional train- Mar. 1,1973
ness of current EEO responsibilities, problems of specific ing officer, EEO officer.
minority groups which affect erployability, and administra-
tive and departmental special programs for minorities and
women.
5. EEO advisory or planning committees will be established in EEO officer_._.......... emeadimas Dec. 31,1972
region headquarters, They will be made up of employees from
various organizational segments and may include members or
officers of employee unions, personnel office employees, EEQ
officer, minority groups and females, etc. The committee will
meet periodically to discuss program matters and exchange
views and ideas,
6. Submit to the assistant to the Commissioner (EED) all required
reports as designated in appendix C, dated Apr. 29, 1971, of
the Federal personnel manual,
7. Region will provide for EEQ counselors to submit narrative re-
ports on cases handled and a synopsis of the problems of the
EEO counseling program.
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Recrox IX, CHioaco, ILL, Novemseg 30, 1972, To Novesmeer 30, 1973—Continued

OBJECTIVE 11: TO INSURE THAT RECRUITMENT ACTIVITIES ARE DESIGNED TO REACH AND ATTRACT
JOB CANDIDATES FROM ALL SOURCES

1. Establish and maintain new contacts with local community Principal field officers, district direc- Dec.

groups and colleges which can assist in the recruitment,
placement, and improvement of minority group and Iemale
employess, Participate on a continuous basis in Job Fairs,
Carser Days, and other activities which will help to inform
minority group and famale candidates of employment op-
portunities.

2. Conduct racruiting activities and disseminate job information
at schoo's and colleges with substantial minority group or
female enro!lments. Usa minority group and female em-
ployees as members of recruiting teams, particularly when
recruiting at schools with substantial minority group or
female studant bodies. Training may ba needed to deal with

special. P )

3. Provide EEQ training and orientalion for all recruiters and
selecting officers.

4. Intensify drive to recruit Spanish-surnamed persons, particu-
larly for public contact jobs in areas with heavy Spanish-
speaking populations and other major metropolitan areas,

5. Continue operating special employment programs which will
provide participation and developmental work-training
opportunities for the ec lly or educationally dis-
advantaged,

6. Design and distribute special recruiting brochures and leaflats
to attract minority group and female candidates.

7. Participate in and expand educational programs desigaad to
prepare minority group and female employees for labor
markel needs, such as work-study and other manpower
training programs.

8. Hire for summer employment, high school and college teachers
from schools that serve minonty students to give them in-
sight into the operations and programs of the Bureau of
Customs.

9. Make a special effort lo inform Smnlsh surnamed amt nlhel
minority velerans of the of nonc

Dmltmzn!s for Vietnam era veterans, |||crur1rr|g the GS 5
eve

10. Periodically survey the needs for special supportive employ-
ment and adjustments in work schedules, such as day care
centers, part-time empioyment, etc.

R e s

1,1972
tors, special agents in charge, per-

sonnel and EEO officers, regional

director, security and audit.

Principal field officers, EED officer Apr. 30, 1972

Regional training officer, EED officer_. Mar. 1, 1973

Regional commissionar, special agents Nov, 30, 1972
in_charge, district directors, EEO
officer, personnel officer, regional
director, security and audit, Span-
ish-surnamed program coordinator,
Personnel officer, EEO officer. ....... Jan. 31, 1973

....................... Mar. 31, 1973

Principal _fisld officars, Dec. 31, 1972

personnel
officer, EEO officer.

May 31, 1973

Principal field officers, regional per-
sonnel officer, district directors,
EED officer, Spanish-surnamed pro-
gram coordinator,

Personnel officer, EEO officer Mar

Dec. 31, 1972

OBJECTIVE H): TO ASSURE THE FULLEST POSSIBLE UTILIZATION OF THE PRESENT SKILLS OF EMPLOYEES; TO
INSURE THAT EQUAL OPFORTUNITIES ARE AVAILABLE TO ALL EMPLOYEES TO ENHANCE THEIR SKILLS, PERFORM
AT THEIR HIGHEST POTENTIAL AND ADVANCE WITH THEIR ABILITIES (UPWARD MOBILITY)

. Conduct utilization surveys in order to determine the degree
of utilization of employees and to prevent under utilization.
Also survey the occupational fields and grade levels of mi-
norities and women to determine their utilization.

. Assist those employees identified as underutilized in using
their skills by encouraging them to apply for positions of
greater responsibility which will fully utilize their skills.
Disseminate information concerning promolional oppor-
tunities and selections for promotion to all employees. Pro-
vite for employees at all grade levels to receive consider-
ation for details, training or work assignments that will fur-
ther utilize past experience and Iraining and prepare em-
employees for promotional possibilities.

Personnel officer, EEO officer........ Mar, 1, 1973

Mar. 31, 1973

EEQ officer, rnanaFemenl and super-

visory personnel, personnel officer.

. Provide equal opportunities in training programs for all
employees. This includes both outside and within service
training and on-the-job training. Include in all orientation
training for new employees a segment which deals with
Customs equal employment policy and the employment
opportunities in Customs, Include in all supervisory and
management training programs a segment which provides
EEO orientation and training.

. Conduct periodic reviews of promotions, details, and reassign-
ment actions and take corrective action where indicaled.

5. Review screening, ranking, and evaluation procedures to
insure maximum validity for objective and equitable selec-
tion.

Management and supervisory per- Mar.
sonnel, regional training officer,

EED officer.

1,1973

Personnel officer, EED officer June 1,1973

Principal field officers, personnel Mar. 31,1973
officer, EEO officer, training officer,
district directors,
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Recron 1X, CHICAGO, ILL, NovEMBER 30, 1972, r0 Novemser 30, 1973—Continued

OBJECTIVE I11: TO ASSURE THE FULLEST POSSIBLE UTILIZATION OF THE PRESENT SKILLS OF EMPLOYEES;
TO INSURE THAT EQUAL OPPORTUNITIES ARE AVAILABLE TO ALL EMPLOYEES TO ENHANCE THEIR SKILLS,
PERFORM AT THEIR HIGHEST POTENTIAL AND ADVANCE WITH THEIR ABILITIES (UPWARD MOBILITY)—Con,

Action Responsible officlals Target date

6. Establish special, positive training programs for employees, Personnel officer, EEO officer, training Mar. 31, 1973
including minority group persons and women who have officer.
demonstrated capacity for growth and advancement, and
whose planned education of training is relevant to their
current or prospective responsibilities. [ -
7. Review and analyze occupational areas periodically to identify
low-grade dead-end positions and redesign specific jobs and
career guidelines to provide greater career opportunities,
lateral movement in related fields and flexibility in entrance
requirements.,
8. Identify, train, and develop for upward mobility; interested Principal Ffield officers, personnel June 1,1972
and qualified employees in lower grades by such activities  officer, EEO officer, training officer,

as: y district directors.
(a) Upf_?lding of clerical, technical, and professional
skills;
(b) Providing special ftraining, coaching, and work

experience when needed; :
(c) Arranging for basic or special education when
nee '

ad,
(d) Projects to improve the skills and employability
of the disadvantaged participants |

ged an in the
economic and educational opportunity program;
(e) Training supervisors in MUST, in supervision of the
disadvantaged youths as well as adults with
special problems. wl
9. Encourage employee self-development by providing counseling Personnel officer, training officer, Feb. 11,1973
and assistance when needed. § EED aofficer.
10. Encourage use of programs designed to bring recruits into Parsonnel officer, EEO officer.
the o:'gzniza'tinn at a lower level than usual with a view
toward upgrading.

OBIJECTIVE IV: TO UTILIZE THE INCENTIVE AWARDS AND PERFORMANCE EVALUATION PROGRAMS TO
SUPPORT THE EQUAL EMPLOYMENT OPPORTUNITY CONCEPT

1. Recognition will be given lo supervisors and managers who Principal field officers, district direc- Dec. 31,1972
contribute notably to the success of Customs’ EED program. tors.
Bureau circular PER-4-PER, dated April 6, 1972,

2. Continue to consider performance in the equal opportunity area  Principal field officers, district direc- Mar. 1,1973
in evaluating the effectiveness of supervisors and managers. tors, EEO officer, personnel officer.

OBJECTIVE V: TO BE SURE THAT TOP MANAGEMENT IS INVOLVED IN COMMUNITY PROGRAMS WHICH
HAVE A POSITIVE EFFECT ON EMPLOYABILITY

1. Cooperate with other Treasury bureaus through Federal execu- Principal field officers, district direc- Feb. 1,1973
tive boards and associalions in spearheading community tors, port directors.
action projects which have a positive effect on employability.

In the absence of FEB of FEA, customs officials should assume
leadership in spearheading such community action programs.

2. Assist minority group employees in finding suitable housing ..
and transportation if difficulty in obtaining such serves as a
barrier to employment of minority groups in a particular area.

Inform minority group employees and prospective employees
of available assistance.

3. Become familiar with the activities of fair housing organiza-
tions and establish relations with them whereby employees
may receive information and assistance. Insure that any
listing of housing posted on office bulleting boards is offered
on an open occupancy basis.
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REGION IX, CHICAGO, ILL.,, NovEMBER 30, 1972, To NovEMmBER 30, 1973—Continued

OBJECTIVE Vi: TO PROVIDE FOR THE ESTABLISHMENT AND MAINTENANCE OF AN INTERNAL PROGRAM
EVALUATION SYSTEM

1. The program will be evaluated quarterly and summaries of Principal field officers, EEO officer, Dec, 31, 1972,
program_information will be submitted annually. Bureau personnel officer.
circular PER-16-EEO, dated May 8, 1970, outlines the guide-
lines and instructions for evaluating the program and for
submitting summaries of program activity,

2. Statistical data will be maintained on the employment of mi- EEOQ officer, personnel officer_...... Do.
nority frnup and female employees in Customs.

3. Statistical and program data will be analyzed and reviewed in  Principal field officers, personnel of- Do.
order to delerming program needs, conditions requiring ficer, EEO officer.
corrective action, employment patterns and trends, recruiting
needs, promotional opportunities, ete.

OBJECTIVE Vi1: TO INSURE PROMPT, FAIR, AND IMPARTIAL PROCESSING OF COMPLAINTS OF DISCRIMINATION:
AND PROVIDE EQUAL EMPLOYMENT OPPORTUNITY COUNSELING

1. EEOD afficers and counselors, at region headquarters and in EEO officer, EEQ counselors Dec. 1, 1872,
the field offices, will be responsible for impl i
program and handling the complaints of discrimination as
appropriate.
2. Appropriate disciplinary and corrective action will be taken in Principal field officers, EEO officer_.. Dec. 31,1972,
cases where the investigation proves there has been discrimi-
nalory practices,
3. To create an atmosphere of awareness and to continually em-
phasize the program, the region will disseminate general
rogram information on accomplishments and activities in
EO, its action plans, elc., to field officers.
4. Publicize the names of bureau and region equal employment EEQ offiCer. . - oo oo o ooeeeeens Do.
officers and counselors.
5. EEO counselors will be replaced and trained as needed______ EEQ 0”1?[“" personnel officer, lrain- Dec. 1, 1972,
ing officer.

II. GOALS AND TIMETABLES

The establishment of numerieal employment goals and timetables is a useful
management concept that can significantly enhance EEO objectives where the
use of such goals will contribute to the resolutions of equal employment oppor-
tunity problems. Affirmative action to attain goals must be carried out within
the context of the merit system for Federal employment. The established Regional
numerieal goals are valid only during pnrinuLs of full employment and normal
attrition. During other periods, some adjustments in the numerical goals are
NECcessary.

Goals and timetables Responsibility and completion date

SECURITY AND AUDIT (ACTION STEP)
Appoint 1 minority candidate to the position of criminal Investigator, GS-5/12. . Resi::all. f;rﬁlor. security and audit;
OFFICE OF INVESTIGATIONS (ACTION STEPS)
+ i Apé:gi_:;f{lazt. promote 5 minority candidates to the positions of special agent, Special agents in charge, Nov, 30, 1973.
rd A%pg'[g}]i;r. promote 3 female candidates to the positions of special agent, Do.

REGION (ACTION STEPS)
L. Promote 1 female to the position of operations officer, GS-9/13 Regional commissioner, Nov, 30, 1973,
2. Promote 1 female to the position of operating accountant, GS-5/11 Do,

CHICAGO (ACTION STEPS)

1. Promote at leasl 1 female to the grade of GS-12 . District Director, Nov, 30, 1973,
2. Promote at least 1 female to the position of inspector, GS-11 Do.
3. Prc(lingu%e and/or appoint at least 2 minorities to the position of inspector, Do.

4, Prornuée égd{cr appoint at least 2 minorities to the position of import special- Do.
ist, GS-5/7.

5. Promote andfor appoint at least 2 females to the position of inspector, GS-5/7... Do,

6. Promote and/or appoint at least 2 females to the position of import specialist, Do,

S-5,
7. Promote at least 1 minority male to the position of inspector, 6S-11...uoo.. Do.




Goals and tlmelahles Responsibility and completion date

CLEVELAND (ACTION STEPS)
1. Appoint and/or promote at least 2 females to the position of customs inspeclor,
GS-5/7.

2. Appoint and/or promote 2 females 1o the position of import specialist, GS-5/7..
. 1 A;Hmnt and/or promote 2 minorities to the position of customs unpeclor
S-5/7.

4, Aq&pgigl and/or promote 2 minorities to the position of import specialist,
5, Promote 1 minority to the position of customs inspector, GS-11
DETROIT (ACTION STEPS)

1. ﬁné)g-n'l_aml.fnr promote 4 minorities to the position of customs inspector,

(1.
2. Appoint and/or promote 4 minorities to the position of import specialist,
GS-5/1.

3 An&:mm and/or promote 2 females to the position of customs inspecior,

4. Appoi nt and/or promate 2 females to the position of import specialist, GS-5/7. .
5. Promote 1 minority to the grade of GS-12

DULUTH (ACTION STEPS)
1. Appoint at least 1 American Indian to the position of customs inspector,
2, !\p(iusui;l{{ufl ‘or promote at least 1 female to the position of customs inspector,
S MILWAUKEE (ACTION STEPS)
1. Appoint and/or promote at least 1 minority to the position of customs inspec-
d ru}g:nust?n 1Fur promote at least 1 minorily to the position of import specialist,
3. Ap.u: r:1 and/or promote at least | female to the position of customs inspeclor,
i : MINNEAPOLIS (ACTION STEPS)
1. Appoint at least 1 minority to the position of customs inspector, GS-5/7_.__..
2. Appoint at least 1 minority to the pasition of import specialist, GS-5/7. ...
PEMBINA (ACTION STEPS)
1. Ap [JUIT ?a' least 1 American Indian to the position of customs inspector,

2, Appoint at least 2 females to the position of customs inspector, GS-5/7

ST. LOUIS (ACTION STEPS)

1. Appoint and/or promote 1 female to the position of customs inspector, Do.
GS-5

2. Pm.-nu'.eirumo:itytothegmdeufcs-]l.. e e e Do.

I1I. ALLOCATION OF PERSONNEL AND RESOURCES FOR EEO

1.S. CUSTOMS, REGION 1X, CHICAGO, ILL.

Full time

A. EEO program personnel:
Equal opportunity officer
Federal women's program coordinators (2)
16-point program coordinator. "
EEO counselors (3).__.
Discrimination complaint |n\re*~!|9a10rs

Man-years

(percent)

Part time

B. Personnel and fiscal resources:
1. EED counseling.......
2. Complaint processing_ .
3. EEQ program administration
4, EEO subject matter training.
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IV. Reronrr or QuarniricaTions oF Principan EEO Orricians

I certify that the qualifications of all staff officials coneerned with administra-
tion of the EEO Program ineluding the following: EEO Officers, Federal Women’s
]'T't::.{!'mu Coordinator, Sixteen-Point ]’I'lrgr;uu Coordinator for the S|):|.|1i:_:|1
Speaking, and other KEO Staff Officials have been reviewed by competent author-
ity and the incuinbents of these positions meet the standards outlined in Quali-
fications Standards Handbook X=118 under “Equal Opportunity Specialist G*
1607 or “Qualifications Guide for Collateral Assignments Involving Equal Em-
pioyment Opportunity Duties.” Evidence that the review has been made and its
findings are on file and available for review by Civil Service Commission officials.

NORVEL P. WEST, EQUAL OPPORTUNITY OFFICER

Mr. Norvel P. West is the coordinator for a free career guidance and college
placement organization that works with minority groups in the Chicago area.
He is the Special Representative for the North Central Province of the Kappa
Alpha Psi Fraternity on Human Relations. In addition to the above organization,
he is a member of the Chicago Chapter of the JC’s, Mr. West served as Personnel
Officer for one of the United States Army Special Forces Groups (Airborne) at
Fort Bragg, North Carolina from September 1960 to January 1964, He was in
charge of General Services Administration minority recruitment program from
May 1966 to September 1960. Mr. West has served as Region IX Equal Employ-
ment Opportunity Officer since June 1970. Since his appointment to the position
of EEOO, he has attended the following courses:

Equal Employment Opportunily Counseling—February 3-5, 1970.—Course fo-
cused on Cultural Understanding and Awareness; How the Diserimination Com-
plaint System Works; The Counselor’s Key Roles, and Psychological Needs of the
Complainant.

I'nvestigating Complaints of Diserimination—May 19-21, 1971.—This course was
designed to enable participants to earry out the process of investigating com-
plaints of diserimination, from the origin of the case to the final report.

Advanced Equal Employment Opportunity Counseling—May 9-11, 1972.—Topies
covered include EEO program today; Counselor participation in the complaint
system; organizational relationships of the counselor; intercultural understanding,
and advanced counseling techniques.

JANET JOHNBON, EEO COUNSELOR

Janet (Jenny) Johnson was born in Ames, Jowa in 1948, but she was raised in
the western suburbs of Chieago, Illinois.

Miss Johnson graduated from Northwestern University in June 1970, with a
B.S.J. in Journalism. While at Northwestern she was very active in student
activities and student government.

Miss Johnson joined the Bureau of Customs in October 1970 as an Import
Specialist at the Port of Chicago. She passed the Import Specialist Proficiency
Test in March 1972, She is presently an acting Team Chief in the Chicago District.

Miss Johnson is eurrently working toward a master's degree in Soeciology.

She has completed the Civil Serviee Commission’s basic FEqual Employment
Opportunity Counselor’s Course.

CHARLES A. WADE, JR.,, EEO COUNSELOR

Charles A. Wade, Jr. was born in Wilder, Virginia in 1921. After graduating
from Excelsior High School in 1939, he was employed by the Railway Postal
Service for a period of eighteen months, In 1942 he was called to service with the
93rd Infantry Division in the Judge Advocate and Finanee Division and later
attended the Armed Forces Institute of Finance at New Caledonia for a period of
nine months. He was awarded the Bronze Star Medal and a personal citation for
outstanding service and was discharged in January 1946.

Mr. Wade joined the Treasury Department, Bureau of Accounts, in March 1946
where he worked until joining the Customs Service in June 1957. During this time
he attended the Cleveland Institute of Art and Cooper’s School of Art, needing
only eleven hours to complete the requirements for a degree. During his service
with Customs, he has held the positions of Fiscal Accountant, Administrative
Fiscal Officer and Administrative Officer. He is presently a Customs Inspector.
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For the past fifteen years, Mr. Wade has been very active in community, school
and churcf] activities and has served as Vice President of the Mt. Pleasant Area
Community Council for two years and as Financial Secretary for the same orga-
nization for a like period. He organized and chaired his neighborhood Community
Club for a period of seven years and has served as a member of his Church Board
for the past five years.

He is married and has three children.

CLARENCE W. REDLEY, EEQO COUNSELOR

Clarence W. Redley attended Henry Ford Community College (1952-1954).
He received a diploma in Business Administration from the Detroit Institute of
Commerce in 1956. He worked as a clerk with the United States Post Office
until he joined Customs in October 1956. He served two years in the Armed Forces
(1957-1959). Presently, he is an Import Specialist.

In the fall of 1966, he became an active member of the Federal Executive
Association’s Recruitment Subeommittee. Under this committee he assumed the
role of Senior Counselor and coordinated recruitment efforts for the Federal
Government at one of Detroit’s inner city high sehools. Through group and
individual counseling, students were introduced to various employment oppor-
tunities with the Federal Government and encouraged to further their education
This program is still in operation. He worked with two of Detroit’s business schools
and encouraged officials to up-grade their courses to include at least ninety (90)
quarter hours of credit so that graduates would qualify under the Junior Federal
Assistant examination.

For the past three years, he has taken a personal interest in enrollees of the
Neighborhood Youth Corps assigned to the Customs Service. He assists them
with their personal problems and puts forth an effort to motivate them to help
themselves. Through this effort, some of the enrollees have been placed in full-
time employment.

Recently, he was designated as the local Deputy Equal Employment Oppor-
tunity Officer. In this eapacity, he is taking steps to provide a practical program
that will insure an equal opportunity for all.

He is active in church ams community groups of the downriver area.

He is married and has one daughter.

JOHN M., UTZ, SIXTEEN-POINT PROGRAM COORDINATOR FOR THE BPANISH SPEAKING

John M. Utz developed a strong penchant for languages while attending an
international postgraduate college in Italy. He received an M. A. in languages from
the Catholic University in Washington, D.C., and subsequently taught high schaol
languages south of Chicago in Momence, Illinois.

For three years thereafter he was a voeational counselor for a religious organiza-
tion in Chicago. He began studying for an M. Ed. degree with a specialty in
Guidance and Counseling at Loyola University and at present is six credit hours
short of obtaining the degree.

He worked many hours in Spanish speaking areas, particularly around the near
South side before the spread of University of Illinois, Chicago Circle, took over
much of that area. He likewise worked in the predominately Mexican area in
South Chicago near the Steel Mills.

His fluency in Spanish and his contaets in the Spanish speaking arcas of Chicago
are both helpful in his role as coordinator of the EEO Program for the Spanish
Surnamed.

GERTRUDE F, POCH, FEDERAL WOMEN'S PROGRAM COORDINATOR

During the period 1950 to 1966, Mrs. Poch served as Personnel Officer, GS-9/10,
to five field officials in the U.8. Customs offices in the Chicago area, which offices
had a total complement of 200 employees. She functioned in an advisory capacity
in all facets of personnel management to the five field officials, covering employee
relations, staffing, position classification, ete.

She attended the University of Chicago at night during the periods 1954 to
1958 and 1956 to 1962, receiving certificates of completion in the Basie Program
(;kfd-"“f]udi('s in Executive Development and the Program of Liberal Education for
Adults.

Currently she is serving as Personnel Management Specialist, GS-11, and has
been designated as Federal Women's Program Coordinator for Region IX
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REGION IX REGIONAL HEADQUARTERS
POSITION POPULATION AS OF SEPT. 30, 1972

Percent-
age of
Women women

Series Position title

Personnel officer
. Personnel management specialist..
. Personnel assistant.
- Personnel clerk.

- Pos, class. speci
- Emp. devl, officer.
- Asst, reg. comm, (
Supv. operations officer
. Operations officer__

- Incentive awards coc

. Collection officer. . _

. Clerk-stenographer

- Secretary

[

coBocoBoccBBBE88ccnccB8Ra
[—1- 1

e et et et et et
cooooo

e

Clerk-typist.

Regional comm
. Asst. reg. comm, (adm.
- Administrative officer

=1

Administrative assist
Management analysis officer
Management analyst.......
Management assistan
.. Financial manager. .
6-0510........ Actounting officer_ E: %

—

Pt ot ot et Bt i (T e 71t Bttt G ek T
=

Bt et ot et (3 e et et () 0 ) ) 0 ) o et et £ ) D
COoO-OOD —~ 000N =N ~DODDOWm &

CHICAGO DISTRICT (POPULATION OCCUPANCY: WOMEN, 28.4 PERCENT; MEN, 71.6 PERCENT)

----~ District director. . -
Assistant district director.
Impndri c.untml officer

[
(=1l T T -
—

[=3
codooo

(=]

w

S
=

4
3
9
0
5
5
7
5
T

s
228888

Supawisoly cashier._
3. . ...-.. Miscellaneous doc. exa
Import specialist. .
- Customs inspector.. .
Customs warehouse o
- Customs aid. .
-~ Supv. customs aid-
.. Cargo handler._
-- Driver-messenge
W-7002........ Opr.-verifier-packer. .

OO0 ORI = L)

ol
0~~~ 0 W 00 00 0
I 1 )
—
oBsa

3 e s L LD S0

(=3
COCWADURW RN~ OO—~Oo0

o0 oWooCoooom

~
1

[}

28

=1
oooo

p
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g £ S | R oL L TR S TN ™ 246

-

WEMOMNODOOMNM -

-~ Port director__
- Cashier_ . ... . .__.._.

et
§888-c0
--] oocoo

.. Clerk-typist. . _.
- Miscellaneous doc. examiner__
Import specialist_
G-1890________ Customs inspector.._...._.
6-1395.. -=---. Customs warehouse officer. .
Customs aid._._._.
o Pt EETS

o

Q;ﬂ OaoWWN=oOOoO

(5.
Moo wWe
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REGION IX REGIONAL HEADQUARTERS—Continued

POSITION POPULATION AS OF SEPT. 30, 1972—Continued
DETROIT DISTRICT (POPULATION OCCUPANCY: WOMEN, 22,6 PERCENT; MEN, 77.4 PERCENT)

Percent-
age of

Series Position title Grade women

=
-]
3
]
3

[ R 1 T T T o
G-0301 Deputy district director_

G-0301.__._.__ Assistant district director

60801, e O ..

G-0301._...... Port director.....

G-0301........ Import control office

—

G-0301........ Office service clerk_.
G-0301 Manifest clerk
- Clerk-stenographer.
- Secretary.
Clerk-typist_ .
341, ... Adminis rative oﬂ'cel

~PP
coBBonvBEEEEEEBrcccnss

:mpon specialist. .
_ Customs inspector.___

e 1 5 40 ) 3 2 5 5 3 3 5 et 3 et itk ek s

ﬂum—m%Sh-—-—hn—-m—-m—-—b -

-
OO NWN AN UoONOODCOOD

O 1 O G0 L) LD 0 bt e e U 5 Y e
-

- ~uoSooooS o9

&

Customs aid -
Motor vehicle operator
Operator-verifier-packer _

(")
w

r
| 8! vend

ra
ra
=1

B it

|

DULUTH DISTRICT (POPULATION OCCUPANCY: WOMEN,19.5 PERCENT; MEN, 80.5 PERCENT)

1
1
1
-1

4
3
2
2
4
6
3
8
2
1

- Port [Iuectnr
Clerk-stenographer. ...
Secretary.
-. Clerk-typist._ ... e
.. Administrative officer_.__.__.__.
- Import specialist
Customs inspector
. Customs warehouse officer
Customs aid

82880000

| )
| O=PRNOOOON =~

BAOOD=~—Oo00
Sooo

e

MILWAUKEE DISTRICT (POPULATION OCCUPANCY: WOMEN, 26.9 PERCENT; MEN, 73.1 PERCENT)

-.. District director_
- Assistant district director_
«-. Port director
. Import control officar_
. Clerk-stenographer
. Administrative officer. ... *
- Miscellaneous doc, examiner._.
- Import specialist
- Customs inspector
- Customs aid. ...

880c8888c00
[~1-F | W-1-T-1-]

i O o O 00 D LD

COREECOSO R
- D D et et e 3 D D D

[

MINNEAPOLIS DISTRICT (PDPULATIUN OCCUPANCY: WOMEN, 26.3 PERCENT; MEN, 73.7 PERCENT)

- District director_ .
Assistant district director.
Secretary......... 3
Administrative officer_
Telle )
Import specmhsl
Customs inspector

- Customs aid

8888
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o
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-
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O Vo 5 s e ) et
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REGION IX REGIONAL HEADQUARTERS—Continued
POSITION POPULATION AS OF SEPT. 30, 1972—Continued
PEMBINA DISTRICT (POPULATION OCCUPANCY: WOMEN, 10.9 PERCENT ; MEN, 89,1 PERCENT)

Percent-
age of
Pasition title Grade Total Men  Women women

District directar. . _ .
Assislant district director_
Port director SRR SR AR
Fines, pen. and forl. clark_ . _.
Admimstrative officer. .. _
Teller
= lmpml specialist.
Customs |nsp°r1w :
. Customs aid. I

-] w
-~ wn
LY N 00 U0 R L e

ST. LOUIS DISTRICT (POPULATION OCCUPANCY: WOMEN, 37.8 PERCENT; MEN, 62.2 PERCENT)

District director -
- Assistant district director
. Port director__ ..
Fines, penalty and forfeit clerk_
Setrelary__ .

- waenea Clerk-typist
T Administrative officer
G-0530. .. Teller. . ..

G-1889 : Import specialist.
G-18%0 Customs inspec tor
G-1897. ....... Customs aid

w |
| D 00 10 s e et s e 3 e

Total__.._.

REGION IX—POPULATION OF WOMEN IN CAREER-LADDER POSITIONS AS OF SEPT. 30, 1972

. Pasition Regional  Chi- Cleve- Mil- Minne-  Pem- St.
Series title office  cago land Detroit Duluth waukee apolis bina  Louis Total

-- Operations officer
. Operations
accountant.
.. Chemist....
. Import spacialist_
Customs inspector____
. Customs liguidalor_

Total._........

MEN OCCUPYING CAREER-LADDER POSITIONS

Series: Population occupancy {pen;un!)'_
| NEE TR, i omen
Men.... .

REGION IX—TOTAL EMPLOYEE POPULATION AS OF SEPT, 30, 1972
Re-

gional Cleve- Du- Mil- Minne- Pam- St

office Chicago land Detroit luth waukee apolis bina Louis Total

Men A e 47 176 109 222 33 19 28 65 23 722
Parcent ol Ll (44) (72) (33} (17) (81) (73) (74) (89) (62) f?i)
Women...... 59 70 7 1 14

- 66 8 0 8
Percent. _. e (56) (28) (I?) 23) (19) 2n (26) (1) (38) (2?}

246 132 288 41 26 38 13 37 987

Note: Population occupancy: Women; 27 percent; men; 73 percent.




REGION IX—REGIONAL HEADQUARTERS (POPULATION OCCUPANCY: WOMEN, 30 PERCENT;
MEN, 70 PERCENT.)
POPULATION OF CAREER-LADDER POSITIONS AS OF SEPT. 30, 1972

Percentage

Series Position title Men Men Women

G-0301. .__.... Operations officer
G-0510 ... Operating accountant
( --= Chemist__. .. : et
. Customs liquidator _ ________.._....

22

CHICAGO DISTRICT (POPULATION OCCUPANCY: WOMEN, 13 PERCENT; MEN, 87 PERCENT.)

G-1889. . Import specialist_ ... .. ......... : 49 41 8
G-1890_ .. . Customs inspector. . __ . i 83 74 9

Total ... — e . L : : 115 ¥ e
CLEVELAND DISTRICT (POPULATION OCCUPANCY: WOMEN, 5 PERCENT; MEN, 95 PERCENT.)

G-1889. ____._. Import specialist T R 29 25 ! 86,2
G-1890. ....... Customs inspector. .o ececceaaean 43 48 100

-

Total.... - 17 13
DETROIT DISTRICT (POPULATION OCCUPANCY: WOMEN, 7 PERCENT; MEN, 93 PERCENT.)

- Import specialist S 40 37 92.5
stoms inspector..... e 169 157 17

209 194

REGION IX—POPULATION OF CAREER-LADDER POSITIONS AS OF SEPT. 30, 1972
DULUTH DISTRICT

|Population occupancy : Women, 0 percant; men, 100 percent]

Percentage

Series Position title Men Women Men Women

100

G-1889 - Import specialist
100

G-1890.... Customs inspector.. ...
Total.

MILWAUKEE DISTRICT

|Population occupancy: Women, 0 percent; men, 100 percent|

Import specialist
Customs inspector

MINNEAPOLIS DISTRICT

Population occupancy: Women, 10 percent; men, 90 percent]
! F i

cialist
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PEMBINA DISTRICT

[Population occupancy: Women, 5 percent; men, 95 percent|

G-1889___..__._. Import specialist
6-1890.......... Customs inspector

ST. LOUIS DISTRICT

[Population occupancy: Women, 5 percent; men, 95 percent]

G-1889_.._....... Import specialist 8 7
G-1890.......... Customs inSPector...cmu e ceeen e cenee 12 12

o RS P AT e R S =Y 20 19




ArPENDIX b
EMPLOYMENT_OF WOMEN AND MINORITIES AS OF MAR, 31, 1973—0NNI, ODALE, BNDD ONLY

All em- All Spanish American
ployees Women minorities Black speaking Indian Oriental
(num-
ber) Wum- Per- Num- Per- Num- Per- Num- Per- Num- Per- Num- Per-
ber cent ber cent ber cent cent ber cent ber cent

15 ¢ 0.0 1
B89 40 . 5.6
2,780 808 8 8 14.7

0.
3.
9.

Tolals (3 orga-
nizations).... 2,909 863




APPENDIX 6

ADDENDUM TO HEARING TRANSCRIPT FOR COMMITTEE ON THE JUDICIARY,
CIVIL RIGHTS OVERSIGHT SUBCOMMITTEE

Since the date of the hearings before the subcommittee on May 10,
1973, we have taken steps to establish full-time equal opportunity
officers in each of our remaining five regions where they have not been
yreviously authorized. Those regions are, Boston, Baltimore, Miami,
louston, and San Francisco. In each instance, the region has been
notified that a full-time equal opportunity officer position must be
established immediately.

EQUAL OPPORTUNITY STAFF, BUREAU OF CUSTOMS, AS OF MAY 31, 1973

Location Sex Race Job title

. Male.. . Negro......._ Director, equal opportunity program.
- Female_....____.do.__.__._ Equal opportunity assistant.
-do...._.......do....... Equal opportunity officer,
—we----O0.__._.. Secretary.

-. Caucasian. ... Equal opportunity officer (part time).
Qegion | --New York = 0--..-.. Negro._. Equal opportunity officer (full time)
Region | | —Baltimore. ... C Caucasian. ... Equal opportunity officer (part time),
Region | /- —~Miami.._________ e do.. Do
Region V'--New Orleans__..._...
Region \ | —Houston.....

Region | —Boston_

. Equal u-ppurtuniiy officer (full time).

e g g R LA e Equal opportunity officer (part time).
Region VIl—Los Angeles.. e S -

. o = . Do.
Region VIII—San Francisco. .. i S : Do.

Region IX—Chicagot. ... ......... il AR SR ... Full time,

1 Vacancy,
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